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ABSTRACT 
WOMEN ADMINISTRATORS' CAREER PATHS IN HIGHER EDUCATION: 
EXPERIENCES AND PERSPECTIVES 
FEBRUARY 1989 
RAHAT IDREES, B.S., UNIVERSITY OF CINCINNATI, OHIO 
M.Ed., UNIVERSITY OF MASSACHUSETTS 
Ed.D., UNIVERSITY OF MASSACHUSETTS 
Directed by: Professor Sheryl Riechmann Hruska 
This study was designed to explore the career-related 
perceptions and experiences of a selected group of women 
higher education administrators. Specifically, the 
objectives were to determine: (1) if particular life 
experiences were formative in developing their present 
career choice; (2) what career-related strategies these 
women have effectively employed; (3) the advice, if any, 
they have for women who are aspiring to administrative 
positions. 
Qualitative data were collected through 60-minute, 
face-to-face structured interviews with 18 women 
administrators holding middle-level positions in private 
and public institutions of higher education in western 
Massachusetts. Demographic data were gathered through 
questionnaires. 
Results revealed that family encouragement and support 
from other significant people was influential to the career 
Vll 
development of most of the women. The establishment and 
maintenance of careers were reportedly influenced by both 
internal (personal qualities, motivation) and external 
(opportunities and support from significant people) 
factors. 
The careers of these women were typically not a result 
of career planning and precise patterns of preparation. 
These women had not reached their position through a linear 
set of career steps. Career development models based on 
and used with men may not be appropriate for women. 
Further work is needed to develop career models which 
better reflect the circumstances, experiences and 
possibilities for women administrators. Evident 
commonalities were: 
Continuous work history - placed them in a better position 
to compete with men for career opportunities, fostered a 
sense of confidence and competence. 
Career strateqies/personal qualities - adaptability and a 
wide range of qualities and skills were reported as needed 
and also being able to accept challenge and risk. 
advice to other women - have confidence in your abilities 
as women, have a broad vision, and be able to work as a 
part of a team with many different people. 
Among the conclusions are the following: no specific 
educational degree, field of study, prior title, or age 
appears to be necessary for women to become middle-level 
• • • 
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administrators in higher education. However, women's 
opportunities appear to be enhanced if they hold a 
doctorate, have support, take risks, and increase their 
visibility through performance and personal skills. 
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CHAPTER 1 
INTRODUCTION 
Statement of the Problem 
The realm of middle-level administration in higher 
education is predominantly male (Hauptman, 1981). Thus, 
the few women who are there are indeed unusual in their 
level of achievement. An article in the Chronicle of 
Higher Education (1982) reported that 22.9 percent of the 
administrative positions both in public and private 
institutions of higher education are held by women. 
Finding out what enables these women to get to the level of 
their positions is an area needing further study (Miller, 
1985) . Most of the studies regarding the status and 
concerns of professional women have focused on the 
absence of women from administrative and managerial 
positions rather than on the contributions that women in 
such positions have made (Moore, 1986). The scarcity and 
the low representation of women in administrative positions 
has been attributed to several factors: structural, 
sociological, psychological, and training (Brown, 1981). 
Some researchers have looked at internal barriers (person 
centered) to success (Riger and Galligan, 1980; Young, 
1985) . Few have documented the paths of those women who 
are successful in spite of the barriers (Sweeney, 1985; 
Ironside, 1981). Clearly, there are women who overcome 
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these barriers. The career path of successful women 
administrators in higher education, in particular, remains 
largely unexplored (Moore, 1979). Unique as these women 
may be, information about their career paths could inspire 
and instruct others as to how both personal initiatives and 
professional preparation can be used to develop career 
options. And, whatever common themes there are, these may 
have implications for the preparation of similarly talented 
women on the way up. 
Besides the practical usefulness of such information 
for women and organizations, information on successful 
women is also of interest on theoretical grounds. Most 
prior research and theory-building on career development 
has been based on men (Hauptman, 1981). The few models 
which do deal with women have not been fully applied to 
higher education. 
Statement of the Purpose 
The purpose of this study is to explore and describe 
the perceptions and experiences of a selected group of 
women higher education administrators about their career 
influences and paths. Specifically, its objectives are to 
determine: 
1. if any particular events or life experiences were 
formative in developing their present career 
choice; 
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2. what career-related strategies these women have 
effectively employed; 
3. the advice, if any, they have for women who are 
aspiring to administrative positions. 
Significance of the Study 
Women administrators seek an understanding of their own 
experiences, but have had to look for it primarily in light 
of research which has focused on the responses, actions, 
and experiences of male subjects (Stokes, 1984). As a 
result, they gain a great deal of knowledge regarding male 
patterns but very little information on women. As a 
further disadvantage, the accumulation of information 
and theory implicitly leads the women to believe (indeed, 
socializes them to believe) that anyone who wishes to 
advance must emulate those desired and successful male 
behaviors (Riger and Galligan, 1980). So research such as 
this study can provide a valued measure of "reality" 
support for women administrators. And it can prompt other 
women to experiment with their administrative styles in 
achieving career growth and fulfillment (Ironside, 1981). 
Such research studies of women in the workplace have only 
just begun. Wyveta Donohue (1981) suggested that the 
results of each new study serve to legitimize the 
female experience in organizations, especially in 
institutions of higher education. They will contribute to 
our understanding of the capabilities and skills of 
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successful women administrators. Also, a literature which 
differentiates the way men and women often experience their 
world and perceive life (Gilligan, 1982) is growing. 
This research and conceptual literature is still at quite a 
general level. More information about women's perception 
and experiences will help in the refinement of these models 
and our understanding of their applicability in particular 
settings. 
Delimitations of the Study 
(1) The sample size is small and the interview 
methodology necessitates interpretations that may admit to 
a degree of bias. It will be obvious that this group of 
talented women will be practiced in presentation and expert 
in conversation. (2) The administrative positions will be 
limited to middle-level posts, and cannot be generalized to 
executive or lower—level positions. (3) Only women 
administrators who are serving in private or public 
institutions of higher education in western Massachusetts 
will be included in this study. Therefore, there will be 
limitations on generalizing from the findings due to sample 
size, position level, and location. 
Definition of Terms 
Career paths or patterns: Maanen’s (1977) definition 
of "career path" will guide the use of this term here. 
"The career can be thought of as a set of stages or a path; 
used in its broadest sense, which reflects the self- 
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mediated progress through time of transactions between 
person and environment" (p. 52.84). 
Career strategies: The term "career strategies" has 
been deliberately chosen for use here to reflect how 
participants positioned themselves for opportunity, how 
they interpreted and acted upon their own initiatives and 
motivations. 
Perceptions: The process of becoming aware of--or 
coming to understand something through the senses or 
through inner reflection. 
Middle-level administrative positions: For the purpose 
of this study, "middle-level administrative positions" has 
been defined as those positions with extensive management 
and leadership responsibilities, but excluding the top two 
or three positions in the organizational hierarchy. The 
distribution of positions will include: Associate Vice 
Chancellors, Deans and Associate Deans, Assistants to the 
President, Program Directors, and Department 
Chairpersons. 
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CHAPTER 2 
REVIEW OF THE LITERATURE 
Introduction 
Recently, an increased emphasis has been given to 
conducting research to clarify the nature of career 
development for women (Miller, 1985; Stonewater, 1987). 
The research on women in administration has also increased 
in the past decade. Topics include such areas as 
minorities (Jackson, 1985), career aspirations 
(Gottfredson, 1981), motivation (Farmer, 1976), and 
positions most often occupied by women (Moore and Sagaria, 
1981). 
All these studies have increased and refined our 
knowledge of women's careers and their organizational 
context. Included in these studies and discussions has 
been the issue of whether current or existing theories of 
career development are appropriate and useful for women or 
whether a separate or new theory is needed to explain the 
patterns and issues unique to women (Osipow, 1975; 
Fitzgerald and Crites, 1980; Astin, 1984). While it is 
true that career choices of women have tended to differ 
from those of men, it is also true that not all men or 
women - even those from highly similar backgrounds - make 
the same choices (Astin, 1984). The question that comes to 
mind is: Have the women who are now functioning in middle_ 
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level or responsible administrative and management 
positions developed certain characteristics, which may 
inform our understanding of women's professional and career 
development? Can we, through exploring and heeding the 
perceptions and experiences of these women administrators, 
gain some insights into the conceptual and experiential 
framework of organizationally successful women? 
The standards of work performance in the past (and, to 
a significant degree, today) have been developed and 
validated on male administrators and from a male 
perspective (Hauptman, 1981). This gives a limited, 
incomplete and, perhaps, distorted perspective on 
components of success as they function and are exhibited by 
women. 
This chapter presents a review of literature pertinent 
to the research questions mentioned previously. The review 
will address three primary areas related to the study, i.e. 
(1) determinants of career choice for women, (2) the 
qualities of career women and their career-related 
strategies, and (3) possible solutions for increasing the 
number of women in higher education administration. Within 
each of these major areas of review, consideration will be 
accorded to career socialization, individual personality 
traits and background statistics. Here, and later in the 
study, these elements will be used to provide lenses for 
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understanding the phenomenon of women in middle management 
in higher education. 
Section One: Determinants of Career Choice in Women 
In the last decade, society has begun to relax its 
stringent rules for women and to accept women into more 
diverse workplace settings (Borman & DiBrito, 1986). Today 
over fifty percent of women are employed. National sample 
data show that more women than ever expect to work and more 
choose to have a full-time career than did in the past 
(U.S. Department of Labor, 1980). Consequently, there is 
now more interest in studying the process of career choice 
in women (Osipow, 1983; Fitzgerald & Crites, 1980). 
Studies that explore the determinants of career choice 
for women include topics such as sex-role socialization 
(Peck, 1986; Eccles, 1987; Astin, 1984), institutional 
sexism, lack of proper credentials, lack of role models and 
non-existent "old girl network" (Ranter, 1977; Josefowitz, 
1980; Faunce, 1977; Borman & DiBrito, 1986). Furthermore, 
the study of career development includes career planning, 
strategy making, organizational behavior (Ranter, 1977) and 
entry into and experience in non-traditional occupations 
(Almquist and Angrist, 1971). The areas that are addressed 
in this section are: career socialization, women and 
career contingencies, impact of early socialization on the 
career choice of women, and women's developmental models. 
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Career Socialization 
A career involves a sequence of positions where each 
experience is ordered to provide necessary prerequisites 
for the performance of subsequent jobs (Miller, 1985). 
Super (1969) and Ginzber (1966) view the career 
socialization as a continuous, lifelong process of becoming 
aware of the world of work, and of experiencing work- 
related activities, developing interests and values, 
increasing our self-knowledge, investigating careers, and 
making a series of educational and career choices. 
Researchers tend to agree about the sex-role 
stereotyping of occupations, based on the view that some 
jobs are viewed as "appropriate" only for males and other 
jobs only for females (Lipman-Bluman, 1973; Rossi, 1981; 
Astin, 1975; Farmer, 1976; Gottfredson, 1981; Hackett & 
Betz, 1981; Gilligan, 1981; Eccles, 1987). Astin (1984) 
pointed out that work expectations begin to develop early 
in childhood through the process of socialization, "whereby 
the values of a particular society are gradually inculcated 
through word and example by parents, teachers, and other 
adults." (p. 121) 
Women's roles, both personal and vocational, are 
prescribed early in life. This contention is supported by 
Schlossberg & Goodman (1972) whose study of kindergartners 
and sixth-graders found that boys and girls choose gender 
stereotyped occupations for their own future. 
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Another study conducted by Siegel (1973) of second- 
graders showed that, on the average, boys of this age can 
identify twice as many occupations as girls can. Siegel 
concludes that girls from the early years are restricted 
occupational knowledge as well as in perception of their 
occupational options and are dreaming in limited ways. 
Schlossberg (1972) described this phenomenon: 
"As a direct result of their early socialization, 
women are restricted in their career dreams and are 
later confined to lower-level jobs at universities; 
clerks and secretaries rather than presidents and 
other top administrators. Women are socialized to 
be secretary to, wife of, mother of - in short, 
their personal and vocational status derives from 
the status of a male." (pg. 23) 
Lever (1978, quoted in Astin, 1984, p. 122) has made 
the following observation regarding the impact of early 
socialization of boys and girls. 
1. Boys play outdoors far more than girls 
do, which allows them greater freedom of 
movement and permits them to go farther 
away from home, thus giving them early 
experience of independence. Playing 
indoors, on the other hand, restricts 
body movement and vocal expression. 
Moreover, playing indoors is more 
private, less subject to the scrutiny of 
the world, whereas playing outdoors is 
more open to surveillance and more 
widespread recognition. 
2. Boys play in larger and more age- 
heterogeneous groups and thus learn to 
deal with a wider range of people. 
3. Boys engage in competitive games more 
often than girls do; thus, their 
competitiveness and drive to achieve are 
reinforced. 
in 
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In conclusion, Lever asserts that the play of children 
produces gender-specific social skills and capacities that 
carry over into the performance of adult roles. Astin 
(1984) supports this view and maintains that girls play 
with dolls or play make believe school, activities that 
involve nurturing and caring for others. In contrast, boys 
play with building blocks or things and solving puzzles. 
From this early experience of play of children, Astin 
(1984) adds that girls learn to satisfy both their pleasure 
needs and their contribution needs by direct service to 
others, while boys' contribution needs are satisfied 
through the direct production of tangible objects. Astin's 
conclusion is that the distribution of household tasks in 
childhood reinforces the traditionally defined gender 
roles, e.g. early paid work activities tend to differ by 
gender. Boys deliver papers, girls babysit. As 
adolescents, boys work in service stations or car washes; 
girls work in retail stores. 
Furthermore, factors other than the immediate home 
environment also help shape the female and male work 
expectations (Farmer, 1976). Gutek and Nieva (1979) note 
the influence of school situations and how teachers, 
vocational and guidance counselors reinforce earlier 
lessons by rewarding different types of behaviors in girls 
and in boys. As for school textbooks, gender stereotypic 
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occupations and tasks are often portrayed in books 
(Bernstein, 1972). 
The media is another powerful source of perpetuating 
sex-role stereotyping. For example, females seen on 
television or in the movies are rarely successfully 
employed women. Magazine advertisements depict women in 
primarily housewives roles or in revealing clothes in non¬ 
productive contexts (Lemon, 1978). For many women the 
transition from home to workplace has been difficult for 
numerous external (e.g. organizational structural 
characteristics) and internal (e.g. set of learned 
behaviors, socialization) reasons (Young, 1985; Rossi, 
1981; Ranter, 1977; Josefowitz, 1980). 
Early socialization is probably not the only cause of 
scarcity of women in non-traditional careers, although it 
is one of the most recognized and cited reasons in the 
research literature of women and careers. Factors external 
and internal to women are operating to create this 
situation. Several recent researchers have emphasized and 
looked at the career choices of women from the contingency 
or situational point of view (Astin, 1984; Peck, 1986; 
Eccles, 1987; Josselson, 1987; Rossi, 1980; Angrist & 
Almquist, 1975). 
Women and Career Contingencies 
The term "career contingencies" suggests that the 
individual's occupational choice is not influenced by any 
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one single isolated variable (Angrist & Almquist, 1975). 
Rather, occupational choice is associated with a variety of 
factors ranging from intelligence, parental socio-economic 
status to environmental structures. For women, the 
occupational choice is even more a complex process 
(Ironside, 1981) . 
Sociologists Shirley Angrist and Elizabeth Almquist 
(1975) analyze the career contingency approach for women as 
follows: 
We offer the contingency orientation as a fresh 
approach to understanding women's role development. 
Instead of assuming that women are haunted by 
marriage, career conflict or paralyzed by their own 
feminine traits, we demonstrate that women are open 
to many possibilities and that they try to remain 
flexible and adaptable. They do not peg their 
plans on a single hook. Instead they expect, 
realistically, to incorporate a number of roles 
into their adult lives. Such openness helps them 
cope with the many demands on their lives - 
marriage, child-rearing, work, community 
involvement, and the myriad other activities they 
expect to have. Yet the flexibility also prevents 
single minded pursuits of a career. As Komarousky 
(1973) points out, "sociological ambivalence" is a 
type of role strain that exerts a paralyzing 
influence on the individual. The same flexibility 
and openness can lead to indecision and hesitation 
to proceed. (pp. 32 & 33). 
In efforts to understand more clearly the ways women 
make career decisions, several recent women theorists and 
researchers (Gilligan, 1982; Astin, 1984; Peck, 1986; 
Ironside, 1981; Stokes, 1984; Stonewater, 1987; Moore & 
Sagaria, 1981; Young, 1985; Gerson, 1985; Josselson, 1987; 
Belenky & others, 1986; Ranter, 1977) have investigated and 
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analyzed female patterns of development. These authors 
have presented models outlining the various contingencies 
that effect the career choices of contemporary women. Not 
only have these theorists added new language and concepts 
with which to make sense out of the course of development 
in women, they have attempted to dispel some ill-founded 
assumptions about the career choices of women (Stonewater, 
1987). The following is the summary of some of those 
models. 
Impact of Early Socialization 
on the Career Choice of Women 
Hackett and Betz (1981) propose an explanatory model of 
women's career development. The model postulates that 
women, as a result of their socialization, "lack strong 
expectations of personal efficacy [described below] in 
relationship to many career-related behaviors and thus fail 
to fully realize their capabilities and talents in career 
pursuits." (p. 326). The authors refer to self-efficacy 
expectations (utilizing Bandura's (1977) concept), i.e. 
expectations or beliefs that one can successfully perform a 
given behavior. The model identifies the four following 
sources of information by which efficacy expectations are 
acquired and or altered; (1) through performance 
accomplishments (e.g. successful performance of a task or 
behavior), (2) through vicarious experiences (e.g. 
observation of role models), (3) through verbal persuasion 
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(e.g. support and encouragement of important or significant 
others), and (4) through emotional arousal (i.e. reduction 
of anxiety, fear of failure or success). 
» Eccles (1987) also tries to demonstrate how 
women's occupational expectations are shaped by early 
socialization. Her proposed model assumes that educational 
and vocational choices are guided by "expectations for 
success and subjective task value, which, in turn, are 
linked to gender-role socialization, self-schemas, and 
anticipated role and task demands. The importance of task 
value is stressed, as is the need to study women's 
achievement-related choices from the women's perspective." 
(p. 135). Eccles uses the phrase "subjective task values" 
to reflect the view that individual choices are influenced 
by the value the individual places on the array of choices 
perceived as appropriate and by the individual's estimates 
of the probability of success at these various options 
(Eccles, 1987) . 
According to Eccles (1987), the greatest strength of 
this model lies in its emphasis on choice rather than 
avoidance, a notion that provides a more positive 
perspective on women's achievement behavior. This model 
also assumes that the differences in male and female 
achievement patterns may result from the fact that males 
and females have been socialized to have different but 
equally important goals for their lives. 
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Several other authors and researchers have documented 
the relation of expectations for success to both 
performance and occupational choice (Farmer, 1976; Betz & 
Hackett, 1981; Ranter, 1977; Gerson, 1985; Josselson, 1987; 
Gottfredson, 1981; Astin, 1984). Furthermore, Eccles 
argues that the previous research on female achievement 
focused on "How are women different than men?" rather than 
"What influences men's and women's achievement behavior?" 
Recent data gathered by Gerson (1986), author of Hard 
Choice, suggests that as a result of this focus on sex 
differences, individual differences among women have 
largely been ignored. As Gerson documents so well, women 
have coped with the multiple demands of work and family by 
the continual process of renegotiation with their social 
and personal situations and reassessments of their own 
goals and options. She writes; 
We can ignore neither the subtle ways that 
childhood experiences influence later life choices 
nor the structural constraints on women's options. 
But neither is enough. A complete theory of 
women's behavior must include how women themselves, 
as actors who respond to the social conditions they 
inherit, construct their lives out of the available 
raw materials (p. 37). 
This view legitimizes females' choices as valuable on their 
own terms rather than as a reflection or distortion of male 
choices, and male values (Eccles, 1987). 
16 
Women's Developmental Models 
In its effort to append the understanding of women to 
existing understanding of men, previous research has 
largely overlooked the dominant issues in female 
development: issues of interpersonal relatedness and the 
role of affiliation (Josselson, 1987). Belenky and others 
(1986) have convincingly argued that the authors of the 
major theories of human development have been men, and that 
the authors' maleness has influenced their perspective. 
They explain: 
Along with other academic feminists, we believe 
that conceptions of knowledge and truth that are 
accepted and articulated today have been shaped 
throughout history by the male-dominated majority 
culture. Drawing on their own perspectives and 
visions, men have constructed the prevailing 
theories, written history, and set values that have 
become the guiding principles for men and women 
alike (p. 5). 
They further write: 
Relatively little attention has been given to modes 
of learning, knowing and valuing that may be 
specific to, or at least common in, women...Indeed, 
recent feminist writers have convincingly argued 
that there is a masculine bias at the very heart of 
most academic disciplines, methodologies and 
theories (p. 6). 
As Gilligan (1982) pointed out, women have been missing 
even as research subjects and this omission is heightened 
when scientists draw conclusions from their findings and 
generalize what they have learned from the study of men to 
lives of women. Only recently, women theorists and 
researchers are beginning to articulate the values of the 
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female world and to reshape the disciplines to include the 
woman's voice (Belenky, 1985). 
Astin (1984) developed a career development model 
targeted for women, but she says it is also applicable to 
men. This model is a need-based sociopsychological one, 
and incorporates four important components or constructs: 
(1) Motivation, (2) Expectation, (3) Sex-role 
Socialization, and (4) The Structure of Opportunity. Her 
model assumes that work motivations are the same for women 
as they are for men. Her contention is that different 
behaviors are not the reflection of different capabilities, 
but the outcome of similar potentials which have been 
skewed and shaped by environmental factors (i.e. sex-role 
socialization and the structure of opportunity). Astin 
(1984) asserts that her model is developmental and outlined 
four principles that influence career choices (p. 119): 
1. Work behavior is motivated activity 
intended to satisfy three basic needs: 
survival, pleasure, and contribution. 
2. Career choices are based on expectations 
concerning the accessibility of 
alternative forms of work and their 
relative capacity to satisfy the three 
basic needs. 
3. Expectations are shaped in part by early 
socialization through family, childhood 
play, school experiences, and early work 
experiences, and in part by the perceived 
structure of opportunity. 
4. Expectations developed through 
socialization and through early 
perceptions of the structure of 
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opportunity, and this modification in 
expectations can lead to changes in 
career choices and in work behavior. 
Gilbert (1984), commenting on Astin's model, writes: 
The model she presents is unusual in its attempt to 
explain the career choices and work behavior of 
women and men and heuristic in its explicit focus 
on both societal and individual factors. 
Particularly useful is the inclusion of societal 
influences as two of the key factors in the model, 
sex-role socialization and structure of 
opportunity. Perhaps most critical is the explicit 
attention given to the central roles played by the 
structure of opportunity and changing social 
conditions in determining the career expectations 
and career choices of women and men. (p. 129) 
Astin's model provides a framework for the study of career 
behavior, social change and women's changing career 
aspirations. 
Gilligan, in her now classic book, In a Different Voice 
(1982), provides a perspective that has had a profound 
impact and resulted in a major redefinition of social 
vocabulary for understanding the psychology of women and 
their behavior at work. Though Gilligan explored decisions 
made by men and women ages 6 to 60 about moral issues, her 
theory now is being used and tested to understand career 
development issues as they relate to women (Stonewater, 
1987) . 
As indicated earlier, Gilligan's perspective is useful 
for understanding the results of this study. An overview 
of Gilligan's theory is presented to enrich understanding 
of the Astin study and of other research discussed. 
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Her research suggests that women conceptualize and 
experience the world "in a different voice", a voice that 
is more person-centered and empathic, more emotionally 
connected and less abstract than the male voice. Her 
contribution has been to articulate the presence of this 
other form of reasoning. 
Gilligan calls for a reappraisal of the role of 
relationships and attachment in women's adult lives. She 
challenges Kohlberg’s (1969, 1981) prior assumption of a 
hierarchy of decision making, questioning why one method 
should be valued more highly than another. She argues that 
women's embededness in relationship and caring should not 
be considered a developmental liability. Gilligan suggests 
that one mode is not better than another, but that the two 
are different and legitimate. 
Gilligan suggests that both males and females define 
themselves in relation to others with equal frequency, but 
that the characterization of these relationships are 
different. Women’s decisions are most often based on an 
"ethic of care." Gilligan asserts that women are more 
inclined to see responsibility and care for others as being 
central to their gender identity and to their moral 
decisions. 
In contrast, the "male voice" is characterized by 
separation, logic, individuality, and an "ethic of rights." 
Morality in this case is defined as fairness, rights and 
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rules, and the social good. Men forge their identities in 
relation to the external world and strive for personal 
autonomy. 
Gilligan asserts that men and women start from 
different ideological positions - men from separation, 
which is based on an ethic of individual rights-based 
autonomy, objectivity, and independent accomplishment, and 
women from intimacy and connectedness, which is supported 
by an ethic of responsibility to others. Gilligan asserts 
that the interplay of these voices within each sex and 
their convergence marks times of crisis and change. 
According to her perspective, the discovery of the 
complementary of these other "voices” is an indication of 
the development of maturity and integrity. 
Gilligan's research also suggests that men and women 
typically experience a different developmental pattern. As 
a result these two different "voices" produce different 
bases for decisions, priorities and perhaps even life 
views. 
Gilligan’s theory can enhance our understanding of 
women's career choices. For example, in considering 
women’s interests, competencies, and other self-ratings, we 
can explore whether relationships and connectedness are 
more important than individuality and separation. Early 
research does suggest that the ethic of care affects the 
careers women view as appropriate or desirable and the 
21 
skills and styles women are likely to demonstrate 
(Stonewater, 1987) . 
Stonewater (1987) conducted a study using male (47%) 
and female (53%) students as the sample. The purpose of 
the study was to explore, in light of Gilligan's theory, 
possible gender differences related to two aspects of 
career development: (1) decision making style, as related 
to careers, and (2) traits or personality and other self- 
ratings as related to careers. Subsequently, two 
instruments were used to measure these two aspects: the 
Holland (1985) Self-Directed Search (SDS), as a measure of 
personality, and the Johnson Decision Making Inventory 
(JDMI, 1978), as a measure of decision making style. The 
results of this study support the theory that Gilligan 
posits. Women tended to be the Social type on the SDS 
(instrument to measure personality), and were more likely 
to be Externals on the JDMI. In terms of the instruments 
used, the social personality type is defined by Holland 
(1985) as indicative of the person who: 
"Enjoys social involvement, church, music and 
dramatics, sees self as being understanding, 
nurturant, insightful, and sociable; enjoys 
teaching, helping others." (p. 18) 
and the external process of analyzing information as 
proposed by Johnson characterizes the person who: 
"Needs to talk about an idea to think about it, and 
thinks out loud, can begin talking in favor of one 
idea and end up talking unfavorably of the same 
idea, has to hear his or her words to make sense of 
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them. Thinks and talks simultaneously." (1978, p. 
The finding that women are more likely to be the Social 
type on the SDS and External on the JDMI can be interpreted 
from the perspective of "connectedness." Stonewater (1987) 
interprets and concludes the findings of her study using 
Gilligan's theory. She writes: 
Women are likely to find satisfaction in careers 
that are consistent with their sense of 
responsibility for others and connectedness, and 
are comfortable in a "web" type of environment 
where relationships are important. Though there 
are many reasons women have chosen clerical 
careers, one aspect of such careers that is 
consistent with the "female voice" is the 
relationship and identification with the boss and 
to a lesser extent with the organization (Ranter, 
1977). The finding that women are more likely to 
be Externals... It is possible that women make 
choices in the context of their effect on others, 
or find the need to involve others in the process. 
Women may be more likely to employ a style that is 
consistent with their relationships to others. 
(pp. 23 & 18) 
Also influenced by Gilligan's study, Belenky, Clinchy, 
Goldberger and Tarule (1986) in their recent book, Women's 
Ways of Knowing, have taken these observations (Gilligan’s 
research) further, and suggest that women have unique, 
intuitive means of knowing. They chose to focus on 
families and schools, their assertion being that "the 
eventual path a woman takes is, in large measure, a 
function of the familial and educational environments. 
(p. 12) . The women included in this study were drawn from 
nine different academic institutions and family agencies 
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that deal with clients seeking information about or 
assistance with parenting. (The "invisible colleges" is 
the term used to describe these agencies). In this study, 
they asked questions concerning self-image, relationships 
of importance, education and learning, real-life decision 
making and moral dilemmas, accounts of personal changes, 
and growth and visions of the future. It is their 
intention, by exploring these issues, to understand how 
women with different ways of knowing might conceptualize 
the self - to see what kind of picture of the self they 
were able to hold for their own viewing. The assumption 
underlying the study was when they hear and attend to their 
own internal voice or knowledge they learn to value their 
own wisdom and regard for relationships and connections in 
their lives. 
Belenky and her research group (1986) concluded, on the 
basis of their interviews with 135 women, that they are 
silenced when value is placed only on logic and 
individuality or symbol. They also asserted that by 
listening to these women’s experiences and problems as 
learners and knowers, the researchers could better 
understand their changing concept of the self and how the 
relationships with others changes over time. 
To summarize this review so far, all the above 
researchers and theoreticians offer findings which may lead 
to a theory flexible enough to encompass the multiplicity 
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roles and circumstances in contemporary women's lives. 
The literature suggests that educational and occupational 
differences between men and women result, in part, from 
^fferences in the person, family and the larger society - 
early socialization experiences, role definition, structure 
of one s hierarchy of values and interests, the subjective 
meaning and interpretation of success and failure and the 
structure of opportunities available to the individual. 
Finally, the literature reviewed thus far places less blame 
on the "victims" of gender-role socialization; rather, 
these recent developmental models recognize and value the 
importance of relatedness and attachment in women's lives 
and in their choices related to work (Gilligan, 1982; 
Astin, 1984; Peck, 1986; Belenky, 1986; Gerson, 1985). 
Section Two: Qualities of Career Women 
Traditional ideas on women's roles have been altered in 
recent years. People have come to believe that women can 
succeed while exhibiting characteristics which are 
different from those of men (Stokes, 1984; Ironside, 1981; 
Dickerson, 1974) . Some people have also suggested that 
female attributes (person-oriented, caring, empathic) will 
be beneficial to organizations and that organizations will 
change and even grow if women foster rather than hide these 
special qualities (Gilligan, 1982; Miller, 1976; Ranter, 
1977; Young, 1985; Moore, 1984). Yet many cultural myths 
still exist that appear to have a misguided and limiting 
25 
effect on the women in the workplace (Dickerson, 1974). 
For example, these myths (low self-esteem, lack of 
leadership image and qualities) create conditions and 
behaviors which suggest that women administrators are 
deficient in skills, abilities, achievement and personality 
characteristics which are needed in administration or other 
top-level positions (Stokes, 1984). 
Career Women - Are They Different? 
Ranter (1977) claims, on the basis of research in a 
large corporation, that organizational environments which 
render a person (or group) powerless and which provide 
limited career opportunity also produce certain personality 
and behavioral responses. She found that powerless people 
usually become controlling, rule minded and petty in those 
limited areas they do influence. Ranter concludes that 
since women are usually in powerless positions, the 
erroneous implications are that women as a group have 
inherent personality traits of being too controlling, rule 
minded and petty. In this analysis, women are being blamed 
for a response shared by men under these constricted 
contexts. The person is blamed rather than the context. 
In spite of the major forces of recent decades - equal 
opportunity legislation, affirmative action, and a social 
climate more supportive of women's professional aspirations 
- the position of women in academia appears to have changed 
very little over the past several decades (Ironside, 1981; 
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Brown, 1981). This observation is somewhat puzzling. The 
question of "why so few" yields different answers, 
depending upon one's perspective. There seems to be no 
easy explanation for their continued paucity. Explanations 
this phenomenon vacillate from one controversial 
extreme to another (Riger and Galligan, 1980). 
One perspective is that women are the victims of 
blatant discrimination (Brown, 1981; Ranter, 1977; Bartol, 
197 6) . From the other perspective, women are viewed as 
"newcomers" to the academic profession, they could be 
expected to occupy the lower rungs of the career ladder, 
and their small numbers at the top could be seen as 
representative of the current pool of those with 
appropriate training and experience. It could also suggest 
that fundamental questions still exist about women’s place 
in society and the nature of their aspiration (Ironside, 
1981; Evans, 1985). 
Burrow (1978) did a survey of 2,000 executives (88.5% 
male, 10.4% female) who were asked for their suggestions on 
how to develop women for top management positions. The 
most frequently mentioned areas for training were 
confidence, assertiveness, self-awareness and leadership. 
Implicit in these suggestions is the belief that to obtain 
and succeed at leadership positions, the key to success 
lies in the acquisition of characteristics typically 
attributed to the male sex-role (Riger and Galligan, 1980). 
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Two highly publicized research studies have been cited 
as the impetus for the evolution of special skills training 
programs for women (Riger and Galligan, 1980). The first 
is Horner s (1968) popular and controversial psychological 
study, that women have a fear of success because of the 
incompatibility between achievement and a sense of 
femininity. This work has been challenged and 
reinterpreted in other research. 
A second popular research study often cited and which 
received a great deal of attention was conducted by Hennig 
and Jardim (1977) . In their book, The Managerial Woman, 
they describe twenty-five women who had reached high 
executive levels in major corporations. The researchers 
found similarities in successful women's experiences. All 
the women in the sample were first-born children, most had 
close relationships with their fathers, who had encouraged 
them to be independent, self-reliant and risk-taking, and 
most found team games important to them as children. Based 
on these findings, the authors advocate that women who 
aspire to leadership positions need to develop skills they 
may have missed in earlier years. However, this may still 
be based on a "male" definition of leadership. 
A more recent study was conducted by Sweeney (1985) of 
the most successful contemporary American women 
entrepreneurs. Her study was of eighteen women, selected 
from the committee of 200, from an organization of pre- 
28 
eminent women entrepreneurs. Based on her analysis of 
themes from the content of the interviews, she concluded 
that a positive self-concept was found to be the key 
dimension of their ability to succeed and take risks. In 
conclusion, Sweeney writes: 
The overall sense conveyed was of having learned, 
through a variety of means, to stretch themselves, 
to engage others and events, to not accept limit on 
either themselves or on what was possible. 
Challenges or "risks" were opportunities, chances 
to "try something new" to get into "the fun and 
games of it," to expand one's options. (p. 160) 
In addition to taking risks and supportive family 
environments, certain recurring themes were found. Sweeney 
adds: 
An expectation of developing oneself, of trying, 
and a learned acceptance of making "mistakes," "of 
failing" along the way seemed to characterize the 
youth of many of these women. Involvements with 
sports or athletics taught some, though by no means 
all, an enjoyment of winning and competing in 
"effective, constructive ways." (p. 160) 
Some of these perspectives are also found in the work of 
Hennig and Jardim described earlier (1977). 
The women entrepreneurs interviewed in Sweeney's study 
described their lives in which they learned positive early 
views of females and of themselves in a number of ways. 
Sweeney asserts: 
For these women, the supportive and encouraging 
relationships in which their value and capability 
was affirmed seemed central to their development of 
themselves and of a positive sense of themselves. 
The contexts from which these women emerged and in 
which they developed seemed to not only contribute 
to their developing a strong self concept but to 
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their having an expanded sense of their options. 
As affirming as early relationships were for many 
of these women, their lives were not without later 
experiences or contexts which tried to limit their 
development. (pp. 161, 162) 
The themes that emerged from these interviews with 
women entrepreneurs are consistent with the assertion of 
women developmental theorists such as Gilligan (1982) , 
Miller (1976) and Chodorow (1978) that women develop in 
relation to others and tend to operate from a relational 
and contextual framework. The views expressed and 
experiences described also seem to underscore the 
contentions of Hennig and Jardim (1977), Brown (1981), 
Riger and Galligan (1980), Ranter (1977), Ironside (1981) 
and Josefowitz (1980) in the importance of women having a 
belief in themselves and their self worth and links between 
being able to perceive options, take risks and create 
opportunities. 
Characteristics of Successful Professionals: 
Background Statistics and Personality 
More recent studies indicate that despite social 
barriers and gender distinctions, women are selecting non- 
traditional careers (Carter, 1987). Several major themes 
run through the literature related to the "careering" of 
women in top-level positions. 
One such theme is personal background and personality 
traits, as critical factors in the advancement of women to 
top-level positions (Nieboer, 1975, Barrax, 1985). Kingdon 
30 
and Sedlacek (1982) conducted a study to determine the 
differences between female students choosing traditional 
careers and those choosing non-traditional careers. The 
results indicated that those women who chose non- 
traditional careers had a high achievement orientation, 
appeared not to participate in sex-role stereotyping, 
developed better study skills, and were encouraged to 
explore non-traditional interests. Another factor the 
study identified was the positive influence role models 
have on women in their pursuit of non-traditional careers. 
Other researchers (Almquist and Angrist, 1971; Astin, 
1975; Gutek and Nieva, 1979) have looked at more general 
parental attitudes as determinants of career choice. For 
example, they found that the daughters of working mothers 
were more career oriented than the daughters of non-working 
mothers. Kriger (1972), quoted in Gutek (1979), asserts 
that more protective or restrictive parental attitudes 
result in a greater homemaking orientation in young women. 
Richardson (1974) found that career pioneers (women who 
choose non-traditional careers) or innovators were 
particularly interested in the intrinsic aspects of their 
anticipated careers — the challenge, opportunity and 
creativity of the job. Women choosing traditional 
occupations (teaching, nursing, clerical) were interested 
in the extrinsic factors such as pay and working 
conditions, as well as in the intrinsic rewards of the job. 
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Other factors that affect the career orientation of 
women have also been examined, although often not in 
sufficient detail to permit definite conclusions. These 
factors include perceived maternal dissatisfaction with the 
feminine role and occupational prestige (Gutek and Nieva, 
1979). 
Gutek and Nieva conclude: 
The woman who chooses a non-traditional career, in 
contrast to the traditional woman, tends to be 
intellectual and receives high grades. She views a 
career as an important part of her life and is 
highly motivated. She expresses interests in both 
feminine and masculine activities and she receives 
support from both teachers and male friends. 
Further, she is aided in her career choice by the 
presence of one or more female role models. (p. 
113) 
The researchers add: 
Non-traditional career choice is related to the 
mother's employment, the mother's satisfaction with 
work, or the mother's dissatisfaction with the 
homemaking role. A strong positive self-concept 
also appears to play a role in the choice of a non- 
traditional career. (p. 13) 
In light of the results of Gutek and Nieva's study and 
those of Kingdon and Sedlacek, it appears that there are 
differences between women who choose traditional careers 
and those who choose non-traditional careers. 
Higher Education Related Literature 
Moore (1984) examined the demographic elements that 
define careers in administration. The Leaders in 
Transition survey was utilized to gather data. The twenty- 
nine item survey questionnaire was initiated in 1981 to 
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construct a national profile of college administrators. 
The random sample consisted of 4,000 administrators at 
1,000 institutions. The intent of the survey was to 
compare the career paths of male and female administrators 
on a national basis and provide demographics and other 
elements that define careers in Administration. The 
this study relate to three personal 
characteristics: age, marital status, and doctoral 
education. 
Aq©• Interesting variations were found; for example, 
upward career mobility tapered off for men after age fifty 
to fifty-five, but mobility appeared to increase for women 
of the same age. The author attributed a large part of the 
increase for women to the effect of affirmative action 
policies that encouraged institutions to discover and 
promote some of their senior women. When data on age 
distribution was plotted by sex, the following proportions 
were observed. At ages 20-29, the proportions of males and 
females in administrative positions were almost equal. 
Between ages 30-39, there were two males for every female; 
for ages 40-49, there were four males for every female; and 
for ages 60-65, there were two males for every female. 
Moore (1984) concludes: 
These data suggest two things about the career 
possibilities for men and women. First, it seems 
likely that mobility among the age cohorts will 
continue to exhibit a preference for youth and that 
most jobs will go to men. But, because there are 
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so few women among the ranks of 40 and 55 year 
olds, any move by a woman will receive a lot of 
attention, and it is likely to be perceived as a 
?rtln>i^0r a11 women- Second, women in the ranks of 
30, 40 or 55 year olds have to compete less with 
other women for any given position than they do 
with men, because in most cases there will be more 
male than female candidates. 
Marital Status: The Leaders in Transition study (1984) 
suggests that of the 2,033 married male administrators in 
the sample, 39.8% were married to homemakers. The next two 
categories were educational occupations (including primary 
and secondary school teachers and counselors) and clerical 
occupations. 4.2% of the wives were college professors, 
and 2.5% were college administrators. For the spouses of 
the married female respondents (251), 17.9% were college 
professors, and 11.2% were college administrators. The 
next occupational area among spouses for women 
administrators was business and management (23.9%) and 
lastly, 19.5% were professionals, lawyers, psychologists 
and journalists. 
Doctoral Education: Another personal characteristic is 
the educational level. Respondents in this study were 
asked to list their earned degrees. Half of the males in 
the sample - 49.3% - listed three earned degrees, compared 
with one-third of the female respondents - 33.5%. Slightly 
less than one-third of the women's sample - 32.4% - had 
acquired the doctorate, while more than half of the men - 
52.3% - had earned this degree. Two conclusions were drawn 
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from the data. First, a doctorate is the baseline 
credential for all positions in college administration 
above entry-level. About 50% of the respondents held the 
doctorate; however, fewer than 30% of the females had 
doctorates. Second, it disadvantaged women if they lacked 
the credentials. To add to this knowledge of 
characteristics of the administrators in higher education, 
two other authors, Speizer (1984) and Tinsley (1984), 
collected data from the participants who attended the 
administrative skills program called HERS (Higher Education 
Resource Services). As part of the program evaluation, 
participants completed questionnaires providing personal 
and demographic information, career information on age, 
education, birth order, family status, and history. These 
women participants constituted the experimental group. The 
comparison group consisted of women who had requested the 
information for the program but never attended. The 
questionnaire was mailed and similar information was 
gathered from these women administrators. 
Analysis of the data yielded a number of personal 
factors that were considered as predictors of promotions 
for these women (between 1978 and 1980). In general, being 
younger (less than age 44), having a doctorate, being 
first-born, not being married, and not having children all 
appeared to be associated with a greater likelihood of 
promotion (Speizer, 1984). The personal characteristics 
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and many other elements that define success in 
administrative careers suggest that age, marital status and 
educational credentials, combined with gender, tend to 
differentiate the career paths of women administrators from 
the typical paths followed by male counterparts (Moore, 
1984). Studies of women in higher education administration 
reflect other factors related to successful career paths: 
possession of educational credentials suited to 
administrative and managerial positions and competence in 
carrying out responsibilities (Wood, 1975). These 
credentials generally mean a terminal degree, publications 
(important for the position in higher Administrator) and 
membership in relevant professional organizations (Benton, 
1980) . 
Ironside (1981) conducted a study selecting 30 upper- 
level women administrators as the sample. Participants 
were asked of their views of the work climate, the special 
skills and experiences required to be successful. Common 
themes were found in the study which suggested the bases of 
the particular career achievement of these women. Four 
areas were especially notable: (1) personal qualities like 
good communication skills, warm and witty, sensitive and 
patience; (2) work was a value to these women participants; 
their work history was continuous throughout adult lives; 
(3) accepting responsibility - their willingness to assist 
in tasks, to be available for service (visibility); and (4) 
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career skills, referring to the skills that they learned, 
how to position themselves for opportunity, and how they 
interpret and connect their experiences with future 
possibilities. All of the women in the study also reported 
that they had found ways to enhance their careers through 
networking and support systems. 
Another study conducted by Barrax (1985) involved in- 
depth interviews with 30 administrators, 15 female and 15 
male, in three institutions in the Universities of North 
Carolina. The study sought to uncover similarities and 
differences in the career profile of women and men who have 
achieved similar administrative positions. 
The findings of this study show very similar results as 
that of Ironside (1981) reviewed earlier. Barrax writes 
that the factors most frequently mentioned by the men and 
women of the study were: 
A history of taking risks, achieving change 
successfully and being progressive. Other major 
factors are possession of the right credentials (a 
terminal degree), communication skills, efficiency 
- paying attention to detail, well organized - and 
assertiveness. (p. 29) 
Two other key factors were visibility gained through 
involvement in a variety of activities, mainly committee 
work, and having mentors or role models in both their 
educational and their professional experiences. 
The studies reviewed in this section suggest that women 
who want to achieve must overcome their internal lack of 
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confidence, as well as social barriers. Some researchers 
stressed that women who aspire to careers are different 
socially and psychologically; others talk of the positive 
influence of role models on the career success of women. 
In general, the contention is that as more women are 
successful, young women will have greater contact with 
women able to achieve high status or non-traditional jobs. 
Section Three:_Strategies for Advancing Women in 
Higher Education Administration 
Changing the facial expression of higher education is 
about as difficult as coaxing a smile out of the great 
Sphinx of Egypt" (Wasden, 1979, quoted in Donohue, 1981). 
Another similar statement that appropriately reflects 
woman's status in higher education was made by Grahram: 
The most important single observation about women 
in the academic world is that their numbers 
decrease dramatically as the importance of the post 
increases. (p. 4, 1974) 
The above two statements accurately depict the current 
status and number of women in administrative positions, 
despite the fact that there are more women than ever before 
earning advanced degrees (Ironside, 1981). 
The field of education serves as a case in point. The 
number of women receiving doctorates in education in 1961- 
62 was 359; this number rose to 1,355 in 1970-71 (U.S. 
Department of Labor, 1975). In order for higher education 
to absorb its share of this large increase in college- 
educated women, a movement of more of these women into the 
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traditionally male-dominated administrative positions 
seemed essential; yet, published data in 1977 revealed that 
education, traditionally a female profession, was still 
being ruled by men (Grambs, 1975). 
The National Association of State Universities and 
Land-Grant Colleges reported in a survey of their 
institutions that women held 2,905 of the 13,638 
administrative positions reported by 106 major public 
ties in 1978. That is approximately 21 percent of 
the administrators - up from 19 percent in 1977. 
As indicated by these figures, the current literature 
suggests that women have been under-utilized in higher 
education administration, management, and leadership 
positions. Thus the question arises: what can be done 
about this under-representation of women in higher 
education administration? 
The solutions to increasing the number of women in 
higher education can be looked at from two areas. One is 
the structure of the organization which should provide 
opportunities for women to attain experiences in the 
organization as would prepare them for attaining 
administrative positions (Kanter, 1977, 1978). The other 
responsibility rests with the woman herself. She must 
choose experiences which will prepare her to assume 
administrative positions (Moore, 1986; Miller, 1985). 
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In short, possible solutions can be grouped into 
institutional and personal factors. The following areas 
will be reviewed from the current literature as possible 
strategies for advancing women in higher education 
administration. 
a. Intra-institutional processes, procedures, and 
attitudes. 
b. Extra-institutional processes, procedures, and 
attitudes. 
c. Self-imposed factors or behaviors. 
d. Training and experience. 
Intra-institutional Processes. 
Procedures and Attitudes 
One of the main assumptions of Affirmative Action is 
that women’s problems are external in origin and that 
society has kept women down, limiting their opportunities 
and ambitions (Aery, 1977). Organizational reform 
strategies include such interventions as organizational 
restructuring, use of objective processes in hiring and 
promotion practices, and affirmative action policies. 
Ranter (1977) extensively examined the organizational 
environment in industry. From her research in various 
industrial settings, she concluded that career success 
depends on such matters as organizational conditions and 
access to challenges to increase skills and rewards. 
Moreover, she notes that sponsors or mentors are important 
in advancing the careers of managers and administrators by 
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making introductions or training a person to move 
effectively. 
Kanter (1977) further concludes that those who are 
different (women, minorities) from others in a work 
organization have difficulty being included in information 
and support networks, and typically experience greater 
scrutiny because of their differentness. One's 
opportunities also are shaped by virtue of personal 
characteristics such as gender and age, and these 
characteristics tend to have an impact throughout one's 
career (Sagaria, 1982). 
Other researchers (Moore, 1979; Missirian, 1980; 
Josefowitz, 1980; Schein, 1978; Kram, 1985; Naisbitt, 1982; 
Peters & Waterman, 1982) have explored certain dimensions 
of organizational policies, procedures, and climate. A 
general consensus that these researchers observed was that 
women were under undue pressure to perform well. 
Kanter and Wheatly (1978) presented the papers at HERS 
Summer Institute for Women in Higher Education 
Administration. They proposed a variety of effective 
strategies for improving the status of women in higher 
education administration. The following recommendations 
and conclusions were forwarded to the Carnegie Commission 
based on extensive discussion with the directors, 180 
questionnaires returned by participants, and interviews 
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with 25 key senior administrators from campuses around the 
country. 
Adopt a systematic approach to setting goals for 
hiring women. 
Create search committees representative of women 
and minorities. 
Publish vacancy notices in publications likely to 
reach a wide audience. 
Increase the number of women in each department or 
administrative unit so that they are fairly 
distributed throughout different occupational 
levels. 
Create and set goals for the quality of work done; 
this should be a part of the performance 
evaluation of supervisors and ultimately of chief 
executive officers of universities and systems. 
In conclusion, Ranter and Wheatly strongly recommend a 
systematic approach to setting goals for hiring women to 
administrative positions at all levels and in all units, 
and that the message of opportunity for women be published 
in publications likely to reach a wide audience. They 
recommended further that until there is evidence of such a 
hiring commitment, the customary way of getting applicants 
needs to be supplemented by what might be called "old girls 
networks", i.e. women need to help one another by 
contacting acquaintances around the country who are 
committed to increasing the number of women administrators 
and who are in positions that permit them to know likely 
candidates . 
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Institutional Processes 
Procedures and Attitudes 
Stokes (1984) research on the organizational barriers 
imposed on women suggested the following: 
While organizational change in policies, 
procedures, and attitudes is mandated to correct 
the barriers and conditions faced by women, that 
change will be slow. Thus women, individually and 
collectively, must develop a strategy to prevail 
while pervasive barriers continue (p. 25). 
Further, she suggests: 
Maintaining one's personal perspective on skill and 
ability is critical, but a network of supportive 
male and female colleagues is vital for maintaining 
that perspective. A network is also vital to 
maintain aspiration and ambitions among achievement 
oriented women administrators. If institutions do 
not insure survival, support systems must (p. 25). 
Aery (1977) elaborates on the same theme for women: 
Much has been written regarding the attitude and 
behavior of men toward women moving into management 
positions; however, the attitudes of the women 
already in administrative positions are also 
extremely important. The influence of these 
attitudes helps determine behaviors of women 
managers and those being managed (p. 43). 
Williams (1982), in her study of women administrators 
in higher education, reported that advice given to women by 
those women who had already succeeded as middle or top- 
level administrators included: 
Gain cooperation from family. 
Find mentors and role models. 
Develop self-confidence. 
Set goals. 
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Self-advertise. 
Do not give up. 
In addition, the suggestions made to overcome extra- 
institutional constraints in order for women administrators 
to succeed are: make their desire for an administrative 
post known (i.e. be assertive and visible), have the 
necessary skills and preparation, set goals, develop a will 
to achieve and have confidence in one's self (Williams, 
1984). 
Self-Imposed Factors or Behaviors 
Young's (1985) research focused on how women's internal 
career obstacles and self-limiting philosophies afflict 
women as a class. Her sample was 15 female trainers or 
counselors who work with women and women's issues. The 
group was racially/culturally diverse from academia, 
private industry or business and community based settings. 
Data for the study were collected by "unstructured 
scheduled interviews and questionnaires." Based on her 
analysis of themes from the content of these interviews and 
findings from relevant literature, she developed a model to 
help conceptualize internal barriers inhibiting women 
occupationally. Internal barriers, as defined in this 
study, "are those ways that women themselves have learned 
to think and act that contribute to and reinforce the 
intact external barriers (Collier-Lovano-Kerr, 1982). 
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Internal barriers to women's occupational 
achievement are said to stem, in part, from women’s 
attitudes toward themselves (Mirades & Cote, 1980). 
One disabling self-perception common to many women 
is chronic self-doubt (Rollings, 1982). This kind 
of self doubt prompts many women to experience an 
inner sense of fraudulence (Person, 1982), whereby 
they perceive themselves to be intellectual 
"imposters" (Clance & Imes, undated). (pp. 4&5) 
Young goes on to explain additional internal barriers as 
experienced by women in general. She writes: 
Other internal barriers include such classic female 
obstacles as reluctance to take risks (Hennig & 
Jardim, 1976), dependence on positive regard 
(Josefowitz, 1980), fear of success (Horner, 1968), 
fear of failure (Jackaway & Teevan, 1976), and fear 
of deviance (Lockheed, 1975), as well as the self- 
defeating readiness of some women to either modify 
their reactions of others, especially men (Rosen & 
Aneshensel, 1976) or to shape their career choice 
according to their perceptions of how men view the 
ideal female (Hawley, 1971) . (p. 5) 
Her model consists of three topic areas or categories from 
which training goals and objectives can be derived. They 
are: (1) socio-cultural expectations and realities; (2) 
other-directedness; and (3) performance. The model is 
depicted graphically: 
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A Model of Internal Barriers to Women's 
Occupational Achievement 
encompass both the sex role expectations held by society 
and individuals as well as the more structural, 
institutionalized realities imposed by racism, classism, 
age discrimination, and male predominance in the work 
world. Other directedness refers to the ways in which 
women's attention and obligations to others guides their 
occupational behavior. The third topic area, performance, 
is comprised of three related topics - competence, 
success/achievement, and failure (p. 145). 
She proposes multiple implications for education and 
training, counseling settings (guidance, career, therapy), 
and non-teaching educational programming. The researcher 
asserts that all women should be exposed to such awareness 
training programs, not just those who work with minority, 
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working class or older clients. Young (1985) believes that 
such information can be expected to increase self- 
knowledge and hence insight. Young recommends that: 
- Women be made aware of the impact of institutional 
and cultural sexism. 
- Training stress the impact of racism, classicism, 
and ageism. 
- Women not act in stereotypically feminine ways 
(passivity, need to be rescued, dependency). 
- Women do not accept the myth of male superiority. 
Women address the lack of seriousness related to 
career planning. 
Women talk about structural role "overload" 
problems. Trainers or counselors might suggest or 
raise consciousness for a shift in social 
arrangements. 
Facilitators or trainers highlight the specific 
ways in which women are enabled by their communal 
orientation (i.e. human relations skills, women's 
intuitive and interpersonal skills). 
Young further recommends to those who are in a capacity 
to train or counsel other women that trainers must help 
women to set and create more realistic and achievable 
internal standards of competence (i.e. not perfectionist). 
Young (1985), in summarizing the aim for women, writes: 
The overall aim of training of this nature should 
be to provide women with tools such that they may 
liberate themselves from those philosophies and 
patterns which they themselves deem to be 
constraining to them in their work lives. What 
this requires of course is allowing women to decide 
for themselves which areas are problematic and 
which are not. Training should not attempt to 
convince women to aspire to succeed or achieve by 
male criterion. Instead, the overarching goal must 
be to provide women with accurate information which 
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will: (1) highlight their values, skills 
strengths both as individuals and as women; 
inform their decisions; (3) increase their 
effectiveness in the workplace; (4) expand 
range of options in the whole of the human 
and 
(2) 
their 
experience; and (5) help them to increasingly value 
themselves as human beings (p. 254). 
Training and Experience 
Over the years, many people have argued that abilities 
and attitudes of female managers are very different from 
those of male managers or administrators (Morrison, White 
and Velsor, 1987). Historically, the perceived difference 
have been used to keep women out of administrative and 
managerial jobs. 
s 
Research has not been conclusive in supporting the need 
for personal growth interventions (Riger and Galligan, 
1980). However, stereotypical explanations or assumptions 
have stimulated an influx of popular training guides' 
workshops and career planning seminars designed to 
strategically assist women professionals. 
A number of writers assert that skill building and 
training can enhance women's career development (Larwood, 
Wood, Inderlied, 1978; Hennig and Jardim, 1977). Training 
programs and workshops include such topics as assertiveness 
training, career decision making, conducting meetings, or 
handling finances (Kaye & Scheele, 1975, quoted in Mandell, 
1985) . These programs generally have three aspects: 
relating existing but often misapplied skills, unlearning 
dysfunctional behaviors (Young, 1985), and learning new 
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ways of conceptualizing and using technology (Kaye & 
Scheele, 1975, quoted in Mandell, 1985). Many of these 
workshops or courses are short-term, ranging from one to 
six sessions, and are either offered within an organization 
as a component of a staff training and development program, 
or externally through a management association. Burrow 
(1978) and Larwood and Lockheed (1979) propose that in 
order for career growth to occur, women must be included in 
the formal as well as the informal development and training 
programs in organizations. 
Kanter (1978) criticizes many training and change 
programs. She feels that it is organizational structures, 
not people, that must be changed. She also contends that 
programs designed expressly for women perpetuate the notion 
that women are dependent, defensive, ambivalent, and have 
to be taught to become confident and competent 
professionally. Kanter (1978) contends that there is not a 
management training curriculum that is appropriate for all 
women or for only women. 
An often cited cause of women's continuing difficulties 
with career advancement is the assumption that women limit 
themselves by not planning their careers and developing 
strategies for success (Burrow, 1978). To remedy this 
deficit, executives recommended career planning sessions 
for their female employees (Burrow, 1978). 
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Similarly, Hennig and Jardim (1977), in their study of 
female managers, analyzed why so many women are stalled in 
middle-level management or administrative jobs. These 
authors concluded that the successful women in their study 
reported having specific career plans and goals. More 
recent writings and research cast doubt on Hennig and 
Jardim's (1977) study. Murningham, Wheatly and Kanter 
(1978), in a series of case studies of successful women 
administrators, discovered that those women who have seen 
their careers advance significantly did not account for 
their success by the setting of goals or career plans, but 
rather by being in the right place at the right time, 
taking advantage of the situation, and having both the 
opportunity and organizational structures which allowed 
them to accumulate power, visibility and credibility. 
In a comparative examination of the career aspirations 
of male and female employees in one company, Kanter (1977) 
concludes that, for both men and women, a desire and plan 
to advance is determined by the available opportunities. 
Kanter's research indicates that men and women alike 
develop career plans but these plans are shaped by the 
individual's expectations for future prospects. Each 
individual’s plan or no plan is a realistic response to the 
available mobility and growth within an organization, 
determined by such matters as promotion rates, career paths 
and access to advancement. Kanter (1977) argues that 
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women's lack of career planning is a realistic assessment 
and response to the career opportunities available, and 
that these same responses exist in men under similar 
conditions. 
Some writers like Kanter (1978) and Riger & Galligan 
(1980) contend that the mere establishment of specialized 
programs for women actually serves to perpetuate those 
stereotypes or assumptions which say women are in deficit 
and they must change, learn new skills and become more like 
men if they are to obtain and succeed in leadership 
positions. Other writers supporting the need of such 
programs (Josefowitz, 1980; Ruffino, 1982) maintain that 
these programs are necessary so that women can become more 
aware of the societal barriers they will face in their 
professional careers. 
A more recent commentator, Sargent (1981), presented a 
more balanced approach for the need for training programs. 
She, along with Kanter (1978) before her, contends that 
there is a need for programs for both men and women, so 
that both sexes can become aware of their own attitudes and 
the societal forces which influence not only their careers 
but how they interact with each other. As Sargent (1981) 
stated, "Each sex has its own dragons to slay. That they 
can help one another is clearly good news..." 
Summary. Many of the writers cited in this chapter 
have emphasized and looked at the career development of 
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women from the situational or contingencies point of view. 
The literature suggests that women have been under-utilized 
m higher education administration. Affirmative action 
programs have attempted to increase the opportunities for 
women but there has not been a significant increase in the 
number of women administrators. These researchers proposed 
how to increase the number of women in administrative, 
faculty and managerial positions. They were grouped into 
institutional, cultural and personal factors. The overall 
suggestions these researchers made were: having confidence 
in oneself; having the necessary skills and preparation; 
having a will to achieve and take risks; and having some 
kind of formal and informal networks. 
The methodology included in the next chapter was 
designed to explore and describe the perceptions and 
experiences of a selected group of women higher education 
administrators about their career influences and paths. 
Specifically, its objectives were to determine: 
1. if any particular events or life experiences were 
formative in developing their present career 
choice; 
2. what career-related strategies these women have 
effectively employed; 
3. the advice, if any, they have for women who are 
aspiring to administrative positions. 
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CHAPTER 3 
METHOD 
This chapter provides specific details of the study and 
the rationale for using a qualitative method. Included in 
this chapter are the following topics: design, sampling 
(selection of the subjects), instrumentation (including the 
demographic questionnaire), data collection, and data 
analysis. 
Design of the Study 
This was a qualitative, exploratory study of 18 women 
administrators in higher education. The decision to study 
the careers of women reflected the researcher's 
longstanding interest in women achievers and a need in the 
literature for greater knowledge of successful professional 
women in general and in higher education in particular 
(Miller, 1985). 
Researchers generally agree that qualitative methods 
are better suited for studies that are exploratory in 
nature and focus on theory generation, whereas quantitative 
methods are preferred in studies where the emphasis is on 
theory verification (Glaser and Strauss, 1968). This was 
an exploratory study to gain insight into the perceptions 
and experiences of women administrators in higher 
education. A qualitative research approach was used, since 
the relevant theory base is not well developed and the 
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researcher wanted to obtain perceptions. A theory is not 
being tested; rather, data gathered here may contribute to 
later development of a model of women’s career development 
in higher education. 
In choosing and utilizing a qualitative approach 
involving structured, in-depth interviews, the researcher's 
aim was to see if any specific skills, abilities, and/or 
qualities are reported as needed for women's success in 
administrative positions. Further, the researcher wanted a 
method which acknowledges that human beings exist in a 
social context and construct different meanings for the 
experiences in their lives. The female "voice" of 
construction of life is being written about more now, and 
this study could enrich that work (Gilligan, 1982; Astin, 
1984) . 
Qualitative methods have another important advantage 
here; perceptions have a fundamental quality that tends to 
make them the basis for personal decisions and life 
choices. The literature supports the value of this 
approach. According to Patton (1980), 
Qualitative data consists of detailed descriptions 
of situations, events, people, interactions, direct 
quotations from people about their experiences, 
attitudes, beliefs, and thoughts.... the detailed 
descriptions, direct quotations, and case 
documentation of qualitative measurement are the 
raw data of the empirical world, (p. 22) 
Implicit in the above position is the assumption that, in 
their everyday lives, people develop structures and ways of 
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understanding their experiences, which the researcher can 
uncover. Thus, the nature, scope, and purpose of this 
study called for the use of qualitative methodology. 
Sampling 
Consistent with the thrust of the research questions, 
eighteen women administrators holding middle-level 
administrative positions in higher education were chosen on 
the basis of the level of the position they hold, 
w^^^n9ness to participate, and their availability to the 
researcher. 
Bogdan and Taylor (1975) offer suggestions concerning 
the selection of subjects: 
1. It is essential that the subjects have free time 
to devote to the interview; 
2. Ability and willingness to verbalize their past 
and present experiences and feelings; 
3. Whether or not they are the kind of people in whom 
you are interested. 
4. Avoid the selection of a subject with whom you 
have a professional or otherwise special 
relationship (p. 102). 
Another consideration in sample selection was to include 
subjects both from private and public institutions of 
higher education. This diversity of work sites was chosen 
to provide a richer perspective on professional women's 
career paths in higher education. As Miles and 
Huberman (1984) point out, "allow one to look 
simultaneously at several settings and to get enough 
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power of the study variability to increase the explanatory 
as a whole" (p. 37). 
The initial step in identifying the women was 
facilitated by two factors: (1) identifying the names in 
the editions of FACTS 1987 (publication about New England 
colleges, universities, and institutes); and (2) through 
peer references. Once potential women administrators were 
identified through these means, a letter was sent to 
subjects to obtain their cooperation and also to briefly 
describe the nature of the study and to indicate the source 
from which the subjects' names were chosen (see Appendix A 
for sample). After this initial contact, subjects were 
contacted again on the phone to set up one-hour 
appointments at their convenience and location. Before the 
interview appointment, confirmation phone calls were made 
and after the interview, a letter of thanks was sent (see 
Appendix E). 
Instrumentation 
Two instruments were developed for this study: a 
structured interview guide to elicit a broad range of 
descriptive data from each subject in relation to her 
career, and a brief demographic questionnaire (questions 
included: their current position, age, salary, degrees 
earned, marital status, number of children, length of time 
in current position, number of years working for 
organization, ethnic background, ordinal position in 
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family, parents’ educational background, and previous 
administrative experiences or job-related training or 
education). Each is described in greater detail below. 
Interview Strategy 
Approaches to collecting qualitative data through 
interviews vary. The structured (standardized, open-ended) 
interview is often seen as the best way to make full use of 
a small sample. This type of interview, as described by 
Patton (1980) : 
...consists of a set of questions carefully worded 
and arranged with the intention of taking each 
respondent through the same sequence and asking 
each respondent the same questions in essentially 
the same words. (p. 198) 
On the strength of this interview strategy, Patton 
(1980) writes: 
The data collected are still open-ended, in the 
sense that the respondent supplies his or her own 
words, thoughts, and insights in answering the 
questions, but the precise wording of the questions 
is determined ahead of time...while permitting the 
interviewer more flexibility in probing and more 
decision-making flexibility in determining when it 
is appropriate to explore certain subjects in 
greater depth or even to undertake whole new 
areas of inquiry that were not originally included 
in the interview instrument. (p. 206) 
Topics for interview questions and for the demographic 
questionnaire emerged from the relevant literature 
reviewed. The initial version of the interview guide was 
adapted from a similar study done by Sweeney (1985) and 
Young (1985). It contained a total of 23 questions, and 
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was organized around three topic areas. These are as 
follows: 
1. Life experiences and particular persons or 
relationships these women saw as significant or 
formative in developing their present career 
choice; 
2. What career-related strategies 
that worked for them; and 
they have employed 
3. How they would advise other women who are 
interested in pursuing careers in higher education 
to expand their career choices or options. 
Pilot Interviews 
The interview questions were pilot tested on three 
subjects to test the effectiveness of the interview guide 
and to further refine the interview strategy. These women 
were identified through peer referrals. The data from 
these interviews were analyzed to assess the extent to 
which the pilot interviews achieved their stated 
objectives. Analysis of the data gathered through pilot 
interviews showed the interview guide to be effective. 
Revisions to the interview guide, which, on the whole, 
involved simply re-wording some questions, were made based 
on the suggestions of the members of the dissertation 
committee. One question that consistently produced no 
answer, or simply elicited a shrug, nod of the head, or an 
"I can't think of any..." was discarded. This question, 
"Can you think of a male colleague who has similar 
administrative style but is perceived differently?", was 
asked of 2 participants before being discarded. 
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The 
The pilot interview questions, with slight 
modifications, were incorporated into the final study. 
data gathered from them was used in helping to formulate 
the results of the study. 
Background Questionnaire 
The questionnaire was designed to elicit two categories 
of information: (a) demographic information, such as age, 
salary, etc., as mentioned in the previous section, and (b) 
information concerning the career path leading to the 
present position. In addition to these two categories, 
information was asked for any job-related 
education/training the subjects had. 
Gathering additional data in this way was efficient and 
expedient, allowing the interviewer to use the interview 
session to gather more substantive information. The 
questionnaire was constructed following guidelines from the 
questionnaire design literature. The interview questions 
and the background questions are shown in Appendices C and 
B. 
Data Collection 
Procedure and Interview Setting 
Data were collected by both face-to-face interviews and 
questionnaires. Each participant was initially contacted 
by telephone in order to explain the nature and purpose of 
the research and to ascertain both her appropriateness for 
the study as well as her availability. Given the nature of 
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the information sought, it was considered advisable to 
interview these women in their own offices. with the 
permission of the participants, the interviews were tape 
recorded. The literature strongly supports this approach. 
Patton (1980) calls it "indispensable" (p. 267). Bogdan 
and Taylor (1975) advise the interviewer to use tape 
recorder "whenever possible" (p. 109); and Lofland (1971) 
states that "for all intents and purposes it is imperative 
that one tape record... then one can interview" (p. 89). 
The amount of time for the interview was usually one 
hour. As mentioned previously, a structured format was 
followed in obtaining responses from participants. 
Interview questions were given in order of the area listed 
(see Appendix C). All areas of the guide were covered with 
each participant and, at the close of the interview, each 
woman was asked "who else can I interview?" and also any 
areas that were not addressed which she thought significant 
and which should be pursued. At the conclusion of the 
interviews, the researcher noted personal reactions on the 
tape recorder in the following areas: perceived emotional 
tone of the interview; perceived amount and quality of 
openness and rapport from the respondent; any particular 
methodological or personal difficulties encountered; the 
interviewer's own feelings, both during and about the 
interview; experiences and insights and reflections 
provoked. 
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Each interviewee was sent a thank-you note subsequent 
to the interview. Each was also asked if she would like a 
summary of the interview results. 
Data Analysis 
The purpose of data analysis was to summarize the data 
in a manner which would yield some perspectives on the 
questions asked and the areas this study sought to explore. 
The data material were organized around the research 
questions and are presented in a sequential manner. 
According to Patton (1980), 
Analysis is the process of bringing order to the 
data, organizing what is there into patterns, 
categories, and basic descriptive units. 
Interpretation involves attaching meaning and 
significance to the analysis, explaining 
descriptive patterns, and looking for 
relationships and linkages among descriptive 
dimensions. (p. 268). 
The organization and analysis of the data was directly 
related to the research questions and the categories which 
were developed. The use of these three major categories 
provided the researcher with a prearranged system of data 
coding. 
Analysis involved three major steps: 
1. Review of the tapes for additional detail and 
elaboration of field notes; 
2. Data reduction through the aggregation of data, by 
categories, from the interview guide; 
3. Synthesis of information within each category and 
analysis for common themes. 
61 
This process of analysis served a number of purposes. The 
first step involved listening to the tape playing and 
reading the transcript at the same time. This was done in 
the same order in which the interviews were conducted. 
This process re-acquainted the researcher with the raw data 
and also provided a sense of the whole before breaking it 
down into its components. Secondly, it provided a better 
sense of the participant, her tone of voice, style of 
speaking, and the focus and flow of the interview 
questions. Review of the transcript in this manner enabled 
the researcher to check for accuracy and the "analytic 
insights and interpretations that emerge during data 
collection" (Patton, p. 297). 
The data were organized by interview question and 
according to the three research questions. The process was 
primarily inductive analysis. In discussing the 
characteristics of inductive analysis, Patton (1980) 
writes, 
Inductive analysis means that the patterns, themes, 
and categories of analysis come from the data, they 
emerge out of the data rather than being imposed on 
them prior to data collection and analysis. (p. 
306) 
The second step involved the aggregation of data by 
category of research questions, which not only reduced the 
large amount of information collected, but assured the 
anonymity of the individual participants. Data are 
reported by categories since these provide a reasonable 
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framework for describing and comparing the women in the 
sample. Since the study is intended to be primarily 
exploratory and descriptive, this step was seen as a major 
contribution. 
The third step was to seek common themes or patterns 
which appeared with greater frequency across subjects. 
These major themes or patterns provided another perspective 
on results of the study and another way to organize 
interview findings. 
Patton describes typologies generally as 
classification systems made up of categories that divide 
some aspect of the world into parts" (1980, p. 306). This 
approach resembles what could be considered indigenous 
typologies. In describing this kind of analysis, Frake 
(1962; quoted in Patton, 1980) writes: 
The purpose of this analysis is to discern and 
report how people construe their world of 
experience from the way they talk about it. (p. 
79) (Patton, 1980, p. 307) 
These themes or patterns provided the basis for 
categories that were employed in organizing the 
presentation of interview results along thematic or 
descriptive lines. This approach resulted in a blend of 
what could be considered indigenous themes and researcher- 
constructed themes. 
Chapter 4 presents the data by the three categories of 
research questions, including quotes to describe and 
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interpret common themes. In addition, the researcher 
avoided over-representation of any individual view. 
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CHAPTER 4 
RESULTS AND DISCUSSION 
Data collected for this study were used to explore the 
professionally related perceptions and experiences of women 
holding middle-level administrative positions in 
institutions of higher education in western Massachusetts. 
The specific areas explored were described in detail in 
Chapter 3, but will be briefly mentioned here to assist the 
reader in maintaining the focus of this study when 
reviewing the results. 
The three categories of the interview guide were: any 
particular events or life experiences these women saw as 
significant or formative in developing their present career 
choice; what career related strategies these women have 
effectively employed; and any advice they have for women 
who are aspiring to administrative positions. 
This chapter describes and presents the results and 
analysis of the data which were gathered from two sources: 
(1) a background questionnaire which each participant was 
asked to complete; (2) face to face interviews with the 20 
women administrators. Responses to the background 
questionnaire were received from eighteen women. They 
represented 90 percent of the twenty women administrators 
comprising the sample. Interviews with all of the twenty 
women were conducted and tape recorded. Two of the audio 
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presented 
tapes did not record clearly. Data obtained and 
transcribed from 18 of the interviews have been 
in the following section. The first section presents a 
profile of the women administrators based on the background 
questionnaire (see Appendix B) . The second section 
discusses and analyzes the responses to the 22 interview 
questions. 
Section One:_Background Questionnaire Results 
and Profile of the Respondents 
General Characteristics 
The participants of the study ranged in age from 38 to 
61 years of age. The average age of the women was 45.9 
years. There was a small amount of diversity to the 
ethnicity of the participants; most were Caucasians, with 
the exception of one Hispanic American and two Jewish 
Americans. 
Each woman had worked for a number of years and 
achieved a measure of success and status in her field. The 
women in the sample are comprised of Deans and Associate 
Deans, Assistants to the President, Program Directors and 
Department Chairpersons. The participants were located in 
four private liberal arts colleges and a large state 
university in western Massachusetts. They were equally 
distributed between public and private institutions. 
Demographic characteristics of the interview sample are 
presented in Table I. Of the eighteen women 
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TABLE I 
Demographic Variables 
ubiect 
College 
Type Degree 
Marital 
Status Children Age 
1 Private M. A. Married 2 46 
2 Private ABD Married 2 48 
3 Public Ph.D Single - 41 
4 Private Ph.D Married 3 48 
5 Public M. S . Single - 44 
6 Public Ph.D Divorced - 50 
7 Private M. A. Married 3 44 
8 Public M. Ed Married - 40 
9 Private M. A. Divorced 5 50 
10 Public Ph.D Divorced 3 44 
11 Public Ph.D Divorced 2 61 
12 Public MBA Married 2 42 
13 Private Ph.D Married - 48 
14 Public M. Ed* ** Divorced - 38 
15 Public Ph.D * * * * * * 
16 Private M.Ed Single - 38 
17 Private M. Ed Single - 44 
18 Private M. A. Single - 56 
* In progress 
** Not provided 
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administrators, seven had earned doctorates, one had 
discontinued her doctoral program, all but the dissertation 
(ABD), one woman was working towards her master’s degree, 
and the rest (9) of the women had master's degrees. The 
degrees were earned in the following disciplines: 
1. English - 2 7. 
2. History - 2 8. 
3. Management - 1 9. 
4. International Relations - 1 10. 
5. Communication - 2 11. 
6. Geology - 1 12. 
Economics - 1 
Education - 4 
Classic - 1 
Math - 1 
Psychology - 1 
Biology - 1 
Of the 18 women administrators in the sample, 5 (27.7%) 
were married with children, 2 (11.1%) were married with no 
children, 3 (16.6%) were divorced with children, 2 (11.1%) 
were divorced with no children, 5 (27.7%) were single, and 
one participant left it blank. For those having children, 
the number ranged from 2 to 5, with most of those children 
being grown. The annual individual incomes of these women 
ranged from $37,000 to $75,000. The average range was in 
the upper- to mid-forties annually. 
Family Background 
The majority of the mothers (11, or 55.5%) of these 
women did not attend college; of the 11, 7 (38.8%) did not 
finish high school, 4 (22.2%) had B.S. degrees, 2 (11.1%) 
were R.N.'s, and one (6.6%) had 2 years of college. The 
educational background of the fathers of these women was: 
six (33.3%) had high school diplomas, 5 (27.7%) had B.A. 
degrees, and 2 (11.1%) had professional training after high 
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school. 
Law (1, 
The other five fathers held the following degrees: 
or 6.6%), M.D. (1, or 6.6%), M.A. (1, or 6.6%), and 
Ph.D (2, or 11.1%). 
The birth order was as follows: 8 were first born, 4 
were second in order of siblings, 2 were third, 2 were only 
children, and 3 were the youngest or last of the siblings. 
Administrative Experience/Career 
Path Leading to Present Position 
Several different tracks to administration were 
observed. Five followed the most familiar track in higher 
education - teaching. Others moved toward their present 
administrative positions through various kinds of 
administrative assignments. 
Of the 18 women administrators in the sample, most had 
changed jobs at an average of 2 to 3 years. For some, the 
period of service in one position was about 10 or more 
years. It was probably significant that the work history 
of most of these women is quite continuous. 
The respective period of service to their current 
institution varied from 1 to 35 years. The number of years 
the participants had worked in their current position 
ranged from 1 to 14 years. For the total group, the 
average number of years in one’s current position was 5.7 
years. 
Job Related Education/Traininq 
Fifteen of the eighteen participants listed some job 
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related training or seminars. Two left this question blank 
and one said 'none.' Interestingly, these three women had 
faculty status. 
Section—Two; Interview Questions by 
Three Research Categories 
Perception of Significant Person or Life Experiences 
Question 1. How did you acquire this position? 
In response to this opening question, of the 18 
subjects, eleven women indicated that they attained their 
current positions from within the institutions. For 5 
subjects, acquiring the present position was a promotion 
and the timings were right. As one woman explained: 
The conditions were quite unusual, I think. The 
dean who was in the job decided to leave quite 
suddenly and there was not time for an outside 
search as had been conducted before. It was the 
president's last year in the office. So the 
faculty council, a group of faculty members who 
make faculty appointments, and two other high- 
ranking administrators sat down to consider who 
they would ask from within the college and I just 
happened to be asked. 
A senior-level administrator spoke of her circumstances and 
explained how she acquired the position: 
The position that I have right now I got because of 
a promotion from an administrative position I was 
already in. This position was vacant for several 
years, so after the new senior-level administrator 
was here for 6 months, he realized he needed to 
fill this position; he offered me the position. 
The position I held before that I also got, not 
through a search. 
She continued to explain: 
I have not ever gotten an administrative position 
through a search...It wasn't really what I had 
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?o?nr^And lher'duri*Q that year, there was a 
lilt nf f x tra^Ve turnover, and I was really 
j ed Wlth it. I was going to go back to 
my department at that point, then I was asked to be 
in this position permanently, and they decided not 
to do a search. 
This same administrator expressed her belief about 
hiring from within. She explains why; 
So my administrative appointments have come not 
•s?arch processes, which is something I have 
had positive thoughts and negative thoughts about, 
negative in the sense that, you know, I've always 
been the advocator of people in search processes 
instead of fill positions because that's obviously 
a way in which you can avoid what I see happen very 
often, which is searchless appointments that often 
benefit men. So the positive part of it is so 
that, well, it might as well benefit women once in 
a while, although part of it is not consistent with 
my principles. 
This program director spoke of how she acquired her current 
position: 
I have been in this department for ten years, I'm 
in my eleventh year, and so this current position 
was a promotion from within the current staff. 
Three women attributed their success to luck or "being 
in the right place at the right time." As one 
administrator explained: 
Sheer good luck. I used to be the head mistress of 
a prep school and decided that the 24-hour-a-day 
commitment to boarding students, particularly at 
that age at a very large school, was something that 
I didn't want to spend the rest of my life doing 
because it was taking too much personal time and 
too much family time. So I was looking for a job 
that had the same kind of variety and breadth and 
my looking for a new position coincided with this 
place having a new president, and I was just lucky 
enough to be offered the position. 
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For 4 women, they had applied for the position formally and 
were selected, as one woman explained: 
I^,SaW. the advertisement in the "Chronicle of Higher 
SS«?a^°n K11^1 applied for it, and I assume I 
^he same Pr°cesses in being examined 
tor the position as would anybody else. I was 
interviewed. My references were checked. I did a 
number of checking of references of the school, and 
then I decided to take up this position. 
The rest of the three women spoke very similarly. One 
woman was working as an acting director. She had applied 
for the position but was not sure if she will still be 
working in that capacity. 
Others talked of hard work and seizing an opportunity. 
A 40 year old director spoke of how she got the position: 
I had started working as a graduate student, and 
that's basically how I got started in this 
position. Putting in lots and lots of hours...it 
became increasingly evident to me that 
opportunities were there if I made the best of it, 
and I did. 
In addition to putting in lots of hours, this respondent 
kind of carved her position for herself. She put it this 
way: 
I affiliated myself directly with people who were 
doing those things [referring to her area of 
interest] and were knowledgeable about them. So 
when a professional position became available, I 
applied for it, and was hired as a staff assistant, 
and then just worked my way through the ranks over 
the years. 
Question 2. What factors contributed to your decision to 
enter this profession? 
Six respondents mentioned that they were interested in 
the field and had the right credentials. Said one: 
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Interest in higher education in general 
ad^tra^10n^ln the Way it’s managed and' 
ministered, real concern that a lot of at least 
ednl.l**" WaS that a lot of leadership in higher 
education was very bureaucratic, very anti- 
ln very anti-academic. And I thought I 
couid do something that wasn’t that. I’ve always 
enjoyed the administrative work that I’ve done in 
r75 Ter the years- So there Is a certain 
amount of zealousness about thinking that I have 
Dersonal^ay that I can concur to. And then, also 
personally, I can get personal satisfaction. 
Another woman spoke of her interest in the field of higher 
education administration and explained: 
There was never any real question in my own mind 
that I would end up in education...I have always 
been a very institutional person and it was sort of 
destined for me by the age of 5, and no question by 
the time I was in my teens that I wanted first to 
be a teacher and then an administrator of some 
kind. 
Of the six respondents who mentioned that they were 
interested in the field, this 44 year old woman described 
how she developed interest: 
I think overall, or generally. I’ve always been 
oriented toward some type of human service, and 
public service, and a lot of that came out of 
family concerns and issues with human services. My 
grandfather was a labor organizer in the 1930s and 
my mother has been in the medical profession, so I 
think that we were very early on oriented to some 
kind of human service work. Sense of commitment, I 
think, to social issues that really got nurtured 
both at home and through my educational experience. 
Of the eighteen participants, four had not planned to 
join administration but had the opportunity and "took 
advantage." As one Dean described her situation: 
As I mentioned to you earlier that many of the 
administrative posts at this college are filled 
from the ranks of the faculty, and so I had no 
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intention of being in academic administration. So 
I was xn the X department for quite a few years. 
It came at what I thought was a good time 
personally to try something different, and having 
been at the college for many years I had experience 
with various committees and how the administration 
worlds so it was easy for me in some ways to drop 
into this position. So there is no professional 
background in college administration. 
Still another woman speaking on the same theme shared her 
particular circumstances: 
As you can see from my other response, I did not 
plan in any systematic way. I planned to be a 
faculty member but when I came to this college 
there were lots of opportunities because it was a 
very new place, very young, was a chance to learn 
about how colleges are run, and so I had this 
opportunity and I decided to take it and I liked 
it. 
For the remaining five women, getting into 
administration was "kind of an accident," but they later 
"developed interest" and "stayed in the field." This 48 
year old director described that her specific experience of 
the "opportunity" for involvement in the development field 
occurred in a different setting. She explained: 
My background prepared me well for work in 
development in a way I was totally unaware of at 
the time. My father was a director of development 
and public relations for 25 years, and I couldn't 
agree, and so when I wrote up my little letter to 
support my ability for personnel they said, "Oh, 
you have development experience!" And I said, "I 
do." You know, what I had done was work for my 
father for a couple of summers...so it was not 
training in any formal sense, except that I knew a 
lot of higher education. 
She goes on to explain how she got started in the field 
that she was working in: 
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?'m reai interested in a way that I never knew 
that was where I was going to end up. 
Of the five women who admitted acquiring their present 
positions or prior administrative experience as "just a 
series of accidents," another commented by saying, "So it 
was initially by accident, but then I made a commitment to 
stay here." One older woman recalled humorously how she 
got into a higher education administrative position. She 
said: 
Well, there are two stories. One of them humorous 
but there is a lot of truth to it. I am a Latin 
American historian and all I ever wanted was to 
teach, and I had been in Mexico studying, doing 
research, and I picked up a very bad bug. I was 
very ill but came home...At that point the Vice 
President for Academic Affairs asked if I would go 
into full time administration. And I said "Yes," 
and he said, "But you always said no," and I said, 
"But I am already going to die anyway." I think if 
I had felt better I wouldn't have gone into it. 
A program director at a large university spoke of her 
circumstances, how she ended up in higher education 
administration. She explained: 
I was a business major as an undergraduate 20 years 
ago, only it was mostly circumstance because the 
school I wanted to attend, I applied very late, and 
that's all they had room for was business 
administration. Back then it wasn't very 
prosperous. So the types of jobs I've had over the 
years have been general business administration, 
management-type things, and I think at one time I 
was looking for a job that would relate to higher 
education but would be transferable to the private 
sector. I don't really feel that way anymore; I 
really am pretty dedicated to higher education, and 
I don't really think I'll ever leave. 
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. ould you please talk about your recollection 
of any significant experiences or events or 
relationships you feel were formative in 
developing your present career choice? 
(Possible probes: Family? Friends? 
Colleagues? Mentor?) 
Of the total sample (18), fifteen women identified a 
person or significant role models or mentors (both male and 
female, mostly female) who had assisted in the development 
of their careers. However, the characterization of those 
significant person or persons varied considerably, as did 
the particular impact or influence. The other three women 
attributed their success to luck or "being in the right 
place at the right time." A forty-eight year old director, 
recounting her experience growing up, said: 
Well, I'm an only child. So I think my parents 
brought me up fairly sex-role free. It gave me a 
lot of aggravation when I was growing up, because I 
didn't know quite where I fit in, but on the other 
hand, I was certainly encouraged to do whatever my 
talents allowed. So, I think my father was 
particularly important in that, my mother less so. 
Another forty-four year old woman shared her 
recollection of an influential person in her formative 
years. She explained: 
My high school Classics teacher was, without a 
doubt, the most fabulous person I have ever known 
and I still keep in touch with her all these years 
later. Another was an absolutely outstanding 
Ancient History teacher, and the principal of the 
college. These would be the very key people. 
Another really key person is my maternal 
grandmother, who brought me up. Not that she had 
any education of her own or anything like that, but 
she was very committed to helping other people. 
So, I think it is a combination of things. 
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An executive director and an associate dean expressed 
how this particular professor had a lot of confidence in 
her and encouraged her early on in her career. She spoke 
with praise and appreciation: 
no?^SSOr When 1 was an undergraduate who. 
at that point, was an assistant professor; he had 
recently finished his Ph.D. He’s the person who 
that 1 should 9° to graduate school. 
And I have kept in contact with him over the years 
and, strangely enough, I probably talk with him 
?ear\ UsUally 1,11 s^e him at conferences, 
and he has always encouraged me to be an 
administrator. And he always gave me good advice. 
She explained how he supported her: 
And he himself went through the administrative 
ranks after being a social science major for 
several years. But he had a lot of confidence in 
me, he always did, and he tended, all the time when 
we got together, to push me. He'd say, "Well, what 
are you doing next?" I would say, "I'm just being 
a faculty member." "Well, you ought to think of 
this or that..." He nominated me for some 
positions at some other institutions. He was 
always very encouraging, thought that there ought 
to be women in administration. So he was very 
important. 
Another person who had a positive influence on her 
professional accomplishments was a woman department head. 
She explained: 
When I think back on it, I suspect it was very 
important that, in my first college teaching job, I 
was in a department that had a woman as a 
department head. And she was very effective, 
strong leader. She also was very supportive of me 
academically at that point. At that time it was a 
matter of encouraging me to go back to school and 
get my Ph.D. But I thought many times about my 
interactions with her, and watching her, that she 
was a female role model. She is the only female 
role model I ever had, and that was very early on 
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in my academic career, 
important. 
and I think it was 
She concludes by stating: 
So 1 got a lot of encouragement along the way. 
erwise, I think I never would have even thought 
of pursuing this kind of career. 
One woman attributed her access to this present 
position by saying: 
Well, after I came into this office, I came as a 
lowest level administrative position you could 
have. And a person who hired me was a woman who 
had a daughter who was just finishing her 
doctorate, and she knew what kind of energy I'd 
been putting out. And she was saying, "You're not 
going to be able to use that in this job. I want 
you to know that." And at the same time she wasn't 
afraid of me or threatened by me, and poured 
everything she had into me. She taught me how to 
do her job in 9 months and I took her job in 9 
months. She left. 
One woman mentioned her brother and said, "I had a 
brother who was twelve years older who started to college 
the year I started to school. I developed with him this 
marvelous love of history." 
Another woman spoke of her husband as "someone who has 
been very influential in always encouraging and kind of 
pushing me to do more and take on new challenges." 
One woman recalled her father very admiringly and said 
If I had to give credit to anything in my life, it 
would be my own father's outlook on life. He died 
at an early age, but he was ahead of his time in 
thinking about certain things, and one of them was, 
probably because he was an independent person, he 
believed in letting his children evolve what and 
where they wanted to; no matter what you wanted to 
do in life, he would support you in whatever way, 
and I keep that in mind. 
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She enthusiastically continued: 
There are no restrictions on the fact that you were 
at ta3t tlme if you were fei"ale there 
certain roads to go down. Every door was 
would h2dKnh-m^tter Wh3t Y°U chose' he [father] 
would be behind you. So, in that sense I think I 
~y had a little more confidence in my ability 
to do things for myself, and somehow survive, and 
I ve always had that sort of self-reliance. So 
I ve never seen anything as impossible, although I 
know what my limits are. 
The majority of the women mentioned some event or 
person as an influential factor related to their career 
life. However, there were three participants who had "made 
it on their own." One woman, who was a math major, shared 
her earlier experiences: 
My own initiative, I think, in my reading 
management literature, textbooks, and expanding my 
capabilities in that area. I have always enjoyed 
studying sociology these two things as a hobby 
advocation with what I need to expand on. 
Another woman shared a similar view: 
Well, a series of historical accidents have had a 
lot to do with it, principally the number of 
turnover of [senior administrators], which has made 
it possible for me to carve out a job for myself. 
The third woman speaking about her earlier years also 
spoke very similarly. 
Question 4. Have any factors been particularly helpful in 
the development of your career? 
The 18 woman interviewees mentioned varying factors 
that helped them in their career. Three women indicated 
"having the right credentials"; one woman who was working 
as a Dean of Faculty in a small private liberal arts 
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college mentioned "having academic background and also 
being in a new school, treated women very well." Another 
woman explained by saying, "My interest in numbers and my 
background in an indirect way was the factor." 
Four women gave credit to either their father, or 
people who they worked for, "that gave them a lot of 
experience and opportunity that made it possible for them. 
One woman very candidly shared her perception: 
I think I may have been somewhat inexperienced 
initially for the position that I have. I 
certainly wasn't over-qualified for it, and so I 
think I had some help from a lot of people, 
especially political types of colleagues, to help 
smooth things over occasionally. I caught on 
fairly quickly, I think, to that aspect. 
Two women in their late forties identified the impact 
of the "feminist movement" in the decades of the '60s and 
'70s "which engaged them in a very powerful way." One 
woman very vividly recalled her experience at length: 
In part, much of my impulse came from the feminist 
movement, so I found that to be very helpful in an 
odd way...And I think that the broader feminist 
movement of the '60s and '70s was very important to 
me in my own thought processes as to why I'm doing 
this, whom I'm doing it for, what do I hope to 
achieve in my life. This is really not a money 
making kind of a job. I work 60 to 70 hours a 
week, and when you break down your salary it comes 
out to be $1.90, if you're lucky, an hour. 
She elaborates on why she is working in that job: 
I have certain goals and commitments to social 
change that were formed by my feminism, and to a 
great extent that's kept me going through some 
very, very hard times. It has been an underlining 
motif. It's not been something where I'll stand up 
and start swinging a bat around, but all my actions 
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thoughts?^ behaVi°r iS really towards those 
The other woman who also expressed a similar effect on 
her career choice put it this way: 
factors iLI l0°k at 3 Set of historical 
fSnl? 3' 1 that 1 caine to adulthood and 
snH1^dfVelOPInent during the decade of the 1960s 
and that was a time, in the history of this 
?“y' of ^reat social change, and movements in 
•u?reas °f fundamental human rights, and civil 
rights movement, women's movement, ultimately, 
which certainly engaged me very powerfully. Anti¬ 
poverty activities, the protest against the war in 
Vietnam, I mean, I think that whole decade. I was 
a freshman in college when John Kennedy was elected 
and made such a strong appeal to youth to become 
engaged in public service. I think all of that 
certainly influenced my career direction. 
Four women talked about "personal skills" as being the 
helpful element in their career development. For example, 
one said: 
I'm organized. I can do a lot of different 
things...So I have some personal skills, and I 
enjoy working with a variety of people. 
Another woman spoke of her experience and explained how: 
I have been promoted 4 times in the past ten years, 
and I’ve been asked to serve on all college 
committees, advising on search committees for major 
administrative jobs outside the department, and I 
think that has come about because I'm interested in 
the college as a whole...I don't know how that kind 
of interested me, but that's the way I like to 
think about a lot of questions and so on broader 
things. 
A high-ranking administrator in a public university 
gave her reason for the career progress: 
The most important factor, I believe, is the fact 
that I got divorced. I would not have been able to 
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Single, develop this drive if I had been married 
unencumbered, and able to move quickly. 
Lastly, a 61 year old Director mentioned "luck" being a 
factor and also having a doctorate. She said: 
Luck, and having a doctorate, helped a great deal 
because a person of my generation usually gets some 
. f getting a job and major responsibility 
without having an advanced degree. So I think 
those two couple of things were helpful towards my 
career. 
Question 5. How do you think you are perceived by both 
the people to whom you report and those who 
you supervise? 
The participants offered numerous descriptions as to 
how they are perceived by both those to whom they report 
and those they supervise. Six women used the word "fair" 
to describe their professional interaction. Here is a 
sampling of statements made by these women: 
I like to think that I am perceived as someone who 
is fair, very forthright and strong. 
This woman went on to say: 
Well, I guess I am going to comment based on the 
time I spent in co-op. What the staff said to me 
made me feel very good in that they said, "You'd 
never ask us to do anything that you wouldn't do 
yourself," and I guess they are right. I mean, 
that is one of my philosophies. (Fair). 
Still another woman sharing her perceptions said: 
People who report to me respect my abilities. I 
try to treat them very fairly, and I think they 
recognize that. 
Five women offered very similar traits of their 
behavior at work and how they are perceived. Those were 
"hard task master"; "demanding"; "energetic"; "ambitious"; 
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The following comments m^-rac^-e worker"; "hard driving." 
depict the way these women shared their personal 
perspectives: 
I think the people 
too hard working, 
This director of admis 
said: 
I supervise tend to see me as 
somewhat demanding. 
sions spoke from her experience and 
I am seen as a miracle worker and a loud mouth...As 
far as my staff goes it's a combination of 
admiration and dislike. They see what I have 
accomplished and they know that I do not drive them 
harder than I drive myself, and that I drive myself 
very hard. 
She went on to explain how they (staff) receive this 
message: 
And some of them resent being driven, and some of 
them understand and are involved in the process 
itself. So, I think I am viewed in a very mixed 
fashion. 
This 41 year old director put it this way: 
Those I report to see me as someone 
energetic...And, people who report to me think I 
am, first of all, a pretty hard task master. 
Another woman speaking on the same theme said: 
I am perceived as fairly demanding, critical and 
hard working. 
Lastly, this woman commented: 
I think the people I supervise tend to see me as 
too hard working. Somewhat demanding. 
Of the 18 participants, four women shared the view that 
they give a great deal of importance to "autonomy" when 
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dealing with staff, 
was: 
One woman’s interpretation of autonomy 
th^nk ?ld ^at bY the people who work for me. I 
think I set up structures that get people really to 
want ^ ' While Sti11 makin9 clear that I 
want to be the one who clears major choices and 
irections. And I try to help people grow in their 
3 b?' ?^°W °Ut °f their j°bs- and to see where 
could they go from there and not just keep them 
good at their past. 
Another woman explained her way of giving autonomy to 
everybody: 
I hope that I am perceived as a person that gives 
people freedom to propose and be supported with new 
plans and new implementations, existing policies, 
new ways to think about things. 
rest of the three respondents described how they are 
perceived at work. Said one: 
Smart, emotional, skilled, a leader with a lot of 
social contacts. 
This Dean explained it this way: 
They [referring to people who report to her and 
whom she reports to] see me as someone who can 
speak to many constituencies in the institution, 
can get along well with many people. That is an 
important role. 
Lastly, this woman shared her perceptions and spoke from 
her experience: 
I am perceived as someone who is creative, reliable 
and thoughtful, who has been given a whole set of 
new responsibilities and a promotion, so you know 
that is based on past performance. 
She continued on to explain how she is perceived by her 
staff: 
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totbensaidtforythtaf£\ 1 think there is southing 
1-it-fio ♦- 6 that we have had extremely 
' pturnove^ uPe°Ple have been working * 
together, people have not left, lots of people want 
spea^for°itself^hiS •<> those things 
Summary and Discussio_n. The foregoing statements 
represent 18 subjects who shared their perceptions of 
significant persons or life experiences. The data 
generated by this study suggested that 83.3% (15) in the 
sample mentioned significant others as having influenced 
their careers. These findings are in accord with most 
other research on "successful careering." Kanter (1977), 
Almquist and Angrist (1971), Nieboer (1975), and Ironside 
(1981) found that women in higher education administration 
had role models or mentors who influenced their careers. 
Similarly, Moore's (1981) research on mentoring and 
sponsorship indicated that the mentor may not only function 
as a role model, but may also provide career guidance and 
opportunities for demonstrating such ability. 
Some women indicated that family encouragement and 
support was important and helpful in their career pursuits. 
This is consistent with Sweeney's (1985) findings that: 
Families where women were clearly admired and 
respected, "strong" female role models, being 
taught you could "do anything", "pride in oneself" 
and what one was doing, expectations that were 
experienced as being the same as those held for 
one's brothers were seen by many of these women as 
having contributed to feeling positive about 
themselves and what they might undertake. (p. 160) 
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A few attributed their success to luck or "being in the 
right place at the right time." This corroborates other 
research in higher education (Ironside, 1981; Murningham, 
Wheatley and Ranter. 1978) which indicated that the 
successful women administrators' careers advanced 
significantly by being in the right place at the right 
time, taking advantage of the situation, having both the 
opportunity and organizational structures which allowed 
them to accumulate power, visibility and credibility. 
About 61.1% (11) had indicated that they acquired their 
current positions from within the institutions. The data 
presented here supports Moore and Sagaria's (1981) research 
on women administrators. In regard to career mobility, 
they found that many women had changed positions quite 
recently; this may be considered, at least partially, the 
product of affirmative action efforts. Moreover, they 
found that the great majority of women have built their 
careers in one institution; i.e. intra-institutional 
mobility was more prevalent than inter-institutional 
mobility. One interpretation of such data is that married 
women are more restricted in their career mobility and 
those with children are even more limited in career 
mobility. Another partial explanation may be the fact that 
there are a small number of women in higher education 
administration and there is a narrow band of careers and 
institutional locations in which they are situated. 
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When women were asked how they are perceived by their 
staff and superiors, all of them reported having positive 
relationships and believed themselves to be perceived as 
competent and able. Being fair was also mentioned by a 
number of the respondents (6, or 33.3%). 
The combination of both external factors (networks, 
sponsors and organizational structure) and internal factors 
(motivation, personal abilities) in the career development 
of women in higher education administration is very evident 
in this study. 33.3%, or six, of the women mentioned an 
interest in the field of higher education and having the 
right credentials; for the remaining 12 women, or 66.6%, 
the decision to enter higher education administration was 
not well thought out or planned. One gets the sense that 
these women who mentioned luck and the right timing drifted 
into their career choices. However, once their careers 
were established in higher education administration, they 
seemed to have adjusted and were actively involved in their 
work. 
In addition to answering the specific questions, the 
data raises an interesting hypothesis. The majority of the 
women (12, or 66.6%), both from public and private 
institutions, reported that they acquired their present 
positions from within the institution. Whether this was 
possible due in part to the affirmative action requirements 
or just to circumstance is not clear. Societal changes, 
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like affirmative action and equal opportunity, may have 
influenced the career paths of these women. Often, such 
external changes affect careers in ways which cannot be 
controlled by the individual, nor by precise planning in 
advance. 
Career-Related Strategies 
Question 6. Did you always know what kind of a career you 
wanted? 
The response cited most often by eleven women was "I 
did not know." The following statements are offered below 
as examples: 
No, no, no. None of my career "choices", if you 
will put them that way, have been things that I had 
thought about in a long term. In other words, I 
never assumed that I was ever going to be a 
university faculty member. That sort of evolved, 
once I was a faculty member, I never thought I 
would be an administrator, that evolved, so that it 
was not a conscious plan to put myself on a 
particular projectory or administration. 
Another woman commented: 
Not at all...I would never, never have imagined 
myself in the job I am in now, never. And again, I 
think I was largely influenced by a person who took 
an interest in me and kind of believed I had 
abilities that I hadn't recognized in myself. 
One woman recalled very sadly and bitterly how she ended up 
in higher education: 
No, when I was young I knew that I wanted to be a 
doctor, I wanted to be a physician. In fact, I was 
a pre-med student right up until my last year of 
college, and I was doing very well, but I came from 
a generation that really did experience sexism. 
When I went to my Comparative Anatomy teacher, when 
I was a senior in college, and I said to him, "I 
want a letter of recommendation. I've gotten an A 
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i^ouLrr:'jou know- w°uia y°u «rite it for 
me. And he told me he would never write a letter 
womeHni"^^011 f°rKme' because he tf>inks that 
Y unhaPPy in medicine; he would be 
_ 1° write a letter of recommendation for 
* 1 ha^ gon® to dental school, because women 
famiW ?h°f Z h th01r hands* So 1 didn’t have a 
amily that knew enough to say that this guy is out 
f his mind. So I switched my career ambition to 
Dioiogy. 
A 60 year old woman described her personal 
circumstances that directed her into a career: 
Women were not very career conscious at that time. 
After 20 years of marriage, my husband and I were 
separated and I was forced to be a career kind of a 
person. 
Five women indicated that they ’’knew all along what 
they wanted to do." As one administrator recalled: 
I always thought I would be a historian, which is 
what I am, so I would have to say yes. The 
pleasure out of being a historian started at a very 
early age. 
This woman shared her thoughts and remarked: 
I knew I wanted to teach. I knew, I think, I had a 
typical female preparation in that I was a very 
good student in the subject I enjoyed, which was 
English, then I was encouraged to become a 
teacher...So yeah, it’s a...I thought I knew what I 
wanted to do, but it may not have been the best 
thing. 
Still another woman sharing her earlier thoughts said: 
Yes, never had any serious questions about it, my 
father wasn't real pleased. He wanted me to go 
into science and industry because there was a lot 
of money to be made and all the rest of it, and 
there was some talk of my possibly going into the 
foreign service. Well, I knew my heart wasn't in 
either one of those things. 
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earlier ambition and for One woman, who expressed her 
the future, said: 
I always wanted 
was in college, 
geology. 
to be a geologist 
and probably will 
from the time I 
go back to 
One woman described her experience as a sort of 
coincidental situations and elaborated: 
I think the important step happened for me...I'm 
forty-five now and ten years ago I realized that I 
didn t want to continue my technical work and I 
began changing my job to be more management... My 
old boss was flexible in allowing you to change 
your job description to suit what you wanted to do 
as well as what the center needed to have done. My 
boss has been special to me because he let me and 
others extend our job descriptions. 
The rest of the women responded by simply stating "No" 
to this question. 
Question 7. Do you think your academic background has 
prepared you well for this position? 
Nine womens' response to this question was "Yes." One 
woman, who was working as an assistant to the president in 
a private college, expressed emphatically by saying, "Yes. 
It has been a coin that was an accepted currency." Other 
women who responded similarly expressed by saying, "Yes, 
absolutely," "Definitely." One woman described her 
perception of her academic background and said: 
My undergraduate education probably less so than my 
graduate education, although that was a very strong 
foundation, that was very traditional. When I was 
in graduate school, initially I chose, a fairly 
then, and now it's not so non-traditional, but then 
it was a very non-traditional program in that it 
was an eclectic program combining psychology, 
sociology, anthropology, philosophy... you had to 
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" specialization. Mine was psychology, but it 
the one really moving outside of the borders of 
peLp«tfves1?oi?e'„an? really -Hing on^uUipl^ 
think thalthte 1 k at any kind of issue. So I 
think that that prepared me really well I mean 
it gave me an opportunity to really read a variety 
f literature, to be exposed to a variety of 
perspectives. 
She further emphasized her more recent area of research and 
said: 
And then I think my interest in communication has 
been just terribly important, well, 'cause I do 
think communication is the central social process 
and, by its nature, studying, and that discipline 
takes you into a whole variety of disciplines. So 
I think yes, and that it’s given me enormous and 
demanded enormous flexibility and certainly that's 
what this job demands. 
Another woman sharing her academic background put it 
this way: 
Oh yes, in order for someone to be successful in 
this particular position, I really feel you need to 
have a doctorate. This makes you feel more 
confident. You really have to know your work. 
People don't question your knowledge. Good 
organizational habits, good research skills, they 
do make a difference. 
One other woman spoke of her experience very proudly and 
explained why: 
Studying communications is perhaps the most 
valuable thing. I know about small group dynamics, 
I know about interpersonal communications, I know 
about organizational communication... sometimes I 
wish I didn't have all that perspective because, 
you know, I see everything from that perspective. 
But I think it helps tremendously. Because I know 
it, I can figure out what's going on very quickly. 
She further elaborates and clarifies how her academic 
background is helpful and relevant in administration: 
91 
I m just used to doing that, it doesn't mean that 
certaininecessarily do it better, although 
1 K ?°m! senses it gives me a better 
handle on what the strategies are, so you can solve 
somebodv* hS° 1 say certainly. compared to 
somebody who comes into this position, like a 
chemist, physicist... I think any o£ the 
social/behavioral sciences would be of help to a 
person who was in the administration. 
Five women talked about their academic preparation and 
exposure as not "being directly related" to their job. One 
put it this way: 
My academic background did not prepare me for this 
kind of job, but the specific skills I needed I 
learned on the job. Also, my sensitivity to higher 
education issues helped. 
Another woman spoke of her educational background and its 
applicability to her administrative career: 
No, I think experience is the real key. I received 
an undergraduate economics degree and masters in 
education. I feel that I did learn a lot but the 
experience has been the main factor in my ability 
to do my job. 
One other woman commented on her academic experience: 
No, other than my liberal arts education at the 
undergraduate level. I think a certain amount of 
the scientific training has been very useful when 
looking at trends and research that there is more 
cross-over than you think, but no. 
Finally, four participants' response to this question 
was miscellaneous. These responses were: "In an indirect 
way, mathematics has been helpful and I've always loved 
numbers, but not directly," "No; it prepared me well but 
only partly." As one woman presented her perception and 
said: 
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»asda lihL?1S profession.. .if anything because I 
exposure to ^ S ?erS°n' and because I had 
seen a lot J ln dlfferent settings, and I've 
bettor different things, maybe I have a 
But^ae aMareness that might be suitable to this. 
courses *S ^ academics 1 did not take relevant 
Question 8. “ere the degree(s) you earned a requirement 
ror the position you presently hold? 
Nine of the women responded by saying "Yes" to this 
question. Two of those who said yes also had faculty 
status. One woman explained the requirement for her 
administrative position: 
Yes, well, basically, for this position you have to 
be, you have to have ten years as a faculty member, 
so that means you have to have a doctorate, a 
publication record, and all those things. 
There was one Director who spoke of her confidence in her 
academic credentials and expressed how some of her 
colleagues and faculty members hold a different view. She 
revealed that she thought her credentials were needed while 
others may think other degrees would have been more 
helpful: 
Now I am going to give you 2 answers to that. I'm 
in sort of an odd position, because I'm doing a job 
that has been done typically at this university, 
and is usually done at other universities, by 
academicians, and I'm not an academician. I have 
an undergraduate degree in English that I think 
prepared me quite adequately for the job and I 
think people who know my work believe it prepared 
me adequately for the job. Certainly there's 
perception among a large portion of the faculty of 
this institution that I'm not adequately prepared 
for the job. 
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Most of the women answered this question briefly. 
Six participants said "No" to question 8. One woman 
recalled humorously and said: 
No, I don't think they [referring to the selection 
committee] had any particular criteria, neither did 
they know what they [credentials] had to be. 
The rest of the women who answered similarly to this 
question simply said "No." 
Three women responded to this question in an ambiguous 
way. For example: "Not a requirement but an advanced 
degree would be nice;" "preference for a doctorate." This 
Dean said: 
I am under-degreed. I do not have a Ph.D. and it 
was a real chance for me to be put in this 
position, but it has worked out. 
Question 9. You appear to have made career choices and 
decisions which enabled you to reach such a 
position. Could you talk about some of these 
decisions and strategies? 
In response to this particular question, 10 
participants said "Yes," they made conscious decisions and 
geared their energies toward their specific goal. Four 
women said "No," they did not plan specifically. Still, 
four other women's responses were that their career 
decisions were more circumstantial. 
The following statements are offered below to capture 
the tenor of the women who spoke about "making conscious 
choices and following through." 
After I finished study of India, they [referring to 
while she was working as a graduate student] 
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offered me to do a similar- a 
of the study, that looked like ^spect 
continuation of not very well n.^1 1 ?°“ld be a 
without a whole lot offuture t ' part-blme' 
took soae courage he^u^T^ad 
The same woman went on to sharp „„„ 
snare two more occasions while 
she took risk and pursued her earnest goal: 
When 1 was invited to take a position in Washington 
for m/larxta)tlng leave from here' it was very hard 
for me to do this, but I agreed to do so. That 
seemed extremely important because that gave me a 
whole new network of contacts. 
Another woman made the following comments: 
I had earned my doctorate when I was fairly young, 
had that done. And another decision was to 
continue to publish and to be active in research. 
Third decision or strategy for me was to be a very 
good teacher. I think that was important. I also 
served on a whole lot of committees on the college 
that really gave me inside [information] as to how 
colleges are oriented. I think that was very 
valuable. 
A forty eight year old woman who has been working for 
the past 8 years in the current job expressed her decisions 
and strategies as such: 
Well, at some point you do, I think it is important 
that certainly, general idea of the kind of work 
that I wanted to do and the kind of areas that I 
like to work in so you have to recognize what 
qualifications are required to position yourself 
properly. I think it is important to look at 
several items in your thinking about the career 
choice. 
The same woman went on to say: 
Being in the right place at the right time and know 
people that are important can be much more helpful 
than it may seem. You can spend years languishing 
in an entry level position, unless you are 
recognized and you know what is available. Also, 
visibility is really important in this environment 
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because there 
paths, career 
we just don’t 
aren't a lot of publicized career 
opportunities. it is something that 
really have. 
One woman emphasized risk taking as a key element that 
enabled her to reach to an administrative career. She 
elaborated: 
I think on several occasions I made risky 
^hat’s important, when I came to the 
administration for the one year when it was the 
assumption that it was going to be just one year. 
I really left a very strategically powerful 
position in my department... and I knew that when I 
did that, if it didn't work out here, I was going 
to go back to the department in a very different 
position. You know I wasn't going to have that 
position...so I was really sort of betting that 
maybe this would turn into something a little more 
long term. And it did. But I was aware of the 
risks. 
She went on to explain why it was a risky and daring 
decision: 
When I took the job that I have now, I had some 
real hesitations about working for the person that 
I work for, and I knew that I was going to have a 
much closer relationship with him. I also knew 
that, where he was working before, he had fired a 
woman who had had a position similar to that, 
because he thought she was too assertive and 
expressing her differences from his opinion. So I 
knew that was risky. 
This woman gave a risky example and said: 
I try to use female strategy as much as possible 
[not clear what she was referring to specifically], 
but I knew that was risky. And I think that was 
important. You know, there are also a couple of 
times when I guess I've really threatened that I 
was going to leave. And that's always risky 
because I know sometimes he can say just, "Well, 
you know, we were glad to have you here, but it's 
time for you to go." And, unfortunately, that is 
sometimes the only way we [women] can get somebody 
to listen, and somebody's recognition. So I think 
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takfnfi fOUt thiS 311 the time' y°u Know, the risk 
taking is a very important element in career 
progression. And the other side of it is having a 
admfnSU?P0^ n6tWOrk' «e have a women's 
imoorian^a?1V! support network here and that's very 
important in terms of getting support. Y 
For another woman, "willingness to move was the most 
important factor in her career success." 
One woman shared her strategy and spoke: 
When I started working at the university, I was 
working and learning and growing personally, 
professionaHy. . . But after a while I had been in 
that office and wasn;t able to go any further and 
did not find the duties and projects I was involved 
in any more interesting. I guess that is when I 
made a conscious decision to get into line 
responsibly. 
Two women described how children and family played an 
important role in decisions related to their careers. The 
first describes in this quote her decision to limit her 
options due to family obligations. She said: 
Well, some of them are negative choices. I made a 
negative choice not to look for a teaching job 
outside of New England. I'm married, I have kids 
who, 11, 13, 14, that kind of age, you know. I 
didn't feel like I wanted to be away from them 4 
days a week or whatever it would take to go farther 
away. I asked my husband if he wanted me to be the 
one who caused us to move; he could have moved a 
lot of places. He said no, he didn't want to move 
because I needed that move. 
She continued further to explain how she compromised her 
career choices: 
And in some sense I knew that getting on the 
academic merry-go-round wouldn't mean just one 
move, it might mean several. So I decided to move 
where I was planted, as they say, and look for what 
I could do that would use my energy. So that, 
that's a choice many people make, and it was a 
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J°n®C1°us choice. I guess I made a choice to stay 
in hi9her education. I felt that I would be very 
S?It™9 insurance• There are lots of 
of little1 thln^.to the academics. . .there’s lots 
^tl consultlng firms that develop testina 
vehicles...none of those particularly appealed to 
me as community work. Those were all 
possibilities. But I really, I guess I felt, I 
had°?hWher<\I<.felt m°St comfortable and I probably had the most to contribute. 
The second woman spoke about how the age of her 
children played an important part in the timing of her job 
moves. She also reveals the drive and persistence involved 
in obtaining the kind of job she wanted. She said: 
I have a position of importance now is in part 
because I was working towards it. You know, when I 
decided to change, I was on the west coast and I 
changed to here in my making a job change. I 
applied to 51 positions. It took me 4 years, 51 
job applications; I had 10 interviews and I had 4 
job offers, and finally the job came along that was 
the best one for me. 
She elaborated further and explained how she limited her 
career options until her children were older and then felt 
able to live at a distance from her husband: 
In part, that kind of process is yes, you go out 
and do something about it, but you've got to wait 
for the jobs to be advertised, and you've got to 
apply, and you have got to go through it. So, in 
part you're controller of your destiny, in part 
you're being controlled by everything else. And I 
couldn't make certain choices when my children were 
small. I could do this kind of a career move now 
because both my children are out of the house. My 
husband still teaches in California, so we are 
doing a cross-country marriage. I only have that 
privilege because, once again, my kids are out of 
the house; if they were younger, I couldn't do it. 
So, it would be nice to speak about strategies, and 
I hope that the next generation of women have that 
privilege. I did not have that privilege. 
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To four women, the career oath«s fhaf . 
pacns that they chose were "not 
planned" or "thought out " Tho fAn 
y The following quotes capture 
these women's perceptions and experiences: 
• -an it,S Probably. someone 
else could look in at what I've done and identify 
strategies; But ! don't think I can think in terms 
of strategies because that's not how I've 
experienced it. That is, I've done things by 
them^P^T1151 l d° th0Se S8tS °f thin9s and do them well, or if I approach things in this way, 
this !s going to position me to do something else? 
That s not the way my own career has moved. But I 
have made decisions that have been critical. 
When responding to question 9, this was the only woman to 
whom the word "strategy" did not sound right, as is 
reflected in her response above. The same woman spoke of 
her first administrative position after graduating in the 
1960s. She recalled with a lot of pride and said: 
It was a very conservative country, and the program 
was going nowhere. That was a critical decision 
because I really had an opportunity in that job to 
build programs, most of which, as far as I know, 
are still in place. But making that decision was a 
risky decision in many ways. In retrospect, I did 
it sort of just out of the zeal of getting in there 
and doing something at the time...it really did 
prepare me to deal with tough circumstances, to 
work with very diverse populations. 
One woman described the circumstances that led her to 
this position: 
Again, I say that I am not the typical person and 
this was not planned at all this way, really only 
good faith on the part of the president of the year 
before, and I think it's good that they were 
looking for a personality, someone who knew the 
college and could step into a position and work in 
a transition term. That worked out very well 
because I've been appointed for three more years so 
there was no plan to do this, and maybe it's a 
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lllll lke °ld boys' network, and certainly this 
l°Ung w°man’s network or woman’s network 
mv^lf t0 ?? ln 3 Place that ve committed 
thl® college and have done teaching, 
committee work and research along the way, and an 
opportunity opened up that I did not seek and I was 
very surprised. But after some thought I decided 
to do it and it worked out well so far. 
This one woman admitted very honestly as to how she 
moved up: 
I think what kept me from making the change and 
kept me in this field, again was this fact that 
[administrator] kept me in this field, again was 
this fact that [administrators in this position] 
kept leaving and each time a new one came I had the 
opportunity to redefine my job. That is, when 
someone would come and say, "What is it you do?", 
and I'd just decided what it is that I wanted to do 
and say, "That's what I do." And so it is 
possible, basically, to make career changes without 
ever leaving your job. 
She went on to say how it worked well for her: 
Every time I found that I was getting bored, 
somebody new would come along and I’d identify 
something new that I thought would be interesting, 
and just sort of add it to my plate. 
Question 10. What qualities, abilities, and skills do you 
think are central for an administrator? 
The qualities and skills cited most often (by seven 
women) as being central for an administrator were "good 
listening skills" and "having a broader view." This 
ability was often described as "some vision, who can see 
down the road," "ability to keep sight of the whole," 
"larger picture," "good overall view," "a bigger picture," 
"how the institution works." 
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The second most frequently cited ability and quality 
which was mentioned by the participants (5 women) was 
"having good interpersonal skills." Two women pointed out 
having "a strong ego" or "a sense of self worth." Three 
women identified "to be well organized," "learn to juggle 
an awful lot," "ability to prioritize work." Finally, 
three subjects emphasized the role of "being a good 
communicator." Even though all of the participants spoke 
of these above listed skills and abilities in one way or 
another, what they emphasized and listed first is what is 
represented in the count above and highlighted in the 
quotes below. 
Two women administrators spoke of "flexibility... be 
able to handle ambiguities," "tolerance for ambiguity." 
Miscellaneous skills mentioned were: imaginative, 
visibility, sense of humor, patience, tact, ability to 
motivate people, willingness to put in long hours. 
The program director at a large university spoke from 
her experience and said: 
I think an administrator has to have a good overall 
view of not just where they [organizations] are 
now, but where they are going. A bigger picture 
one must go through, and this is where I sometimes 
find it difficult, looking at administrative things 
that way. 
She continued on to emphasize her view: 
So I look for those 3 things in an administrator - 
someone who has the vision, someone who has the 
steps getting there, and someone who can see more 
intricate and detailed steps in that process. 
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Another woman speaking 
on the same theme said: 
To be organized and to have 
the organization is going, 
long-range planning. 
a broader view of where 
To have a middle- to 
Still another woman spoke very similarly and said: 
Someone who has some vision and can see down the 
road, and can be creative about where this place is 
going, how we're going to get there, what we're 
going to need to get there, because around here it 
takes a good 5 years to implement change, then 
you’re lucky, but it takes that long to get it. 
The second theme which emerged from the comments of the 
women interviewed was "having good interpersonal skills." 
Each woman's description of the "interpersonal skills" 
varied considerably. According to this director: 
Patience, tact, intelligence; but I think frankly 
that interpersonal skills are at least as important 
as any measure of intelligence. 
Another woman emphasizing interpersonal skills said: 
Getting along with people. More and more I see 
this skill as being important. Make people feel 
good about what they are doing. 
This director of development described her way of 
interacting with people; she said: 
Well, I'm thinking of things I'd like to see...I 
think a real concern about the professional 
development of the people who report to you, that 
really does a whole lot, it helps people 
become... It's looking at the strengths available, 
rather than the weaknesses that are there, and 
helping people develop in areas they need further 
work in. I think that's sort of a key to so many 
things, relationships to the people who work for 
you. Then you're focusing on knowing the good part 
of that person's contributions to the overall 
effort... this sort of stuff [referring to the above 
skills] that you could put in a lot of other boxes 
besides administrator. 
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This high-ranking administrator 
three skills, i.e. "good listening," 
decision making." she explained: 
aptly summed up the 
"communicative," and 
to JLS! 2 listener, be very well organized, be able 
«' in?!!?"8;'”0* tD be hasty‘ Sometimes 
deriaLi a. s^uation when you need to make a 
lsion quickly, but sometimes people make 
decisions quickiy when they don’t need to make them 
that quickly and they make bad decisions or 
whatever...consulting people who are affected by 
the decisions. I think of all the people that I’ve 
observed who I think are good administrators, the 
best ones are consultative, communicative, they 
don t make hasty decisions. They like people, and 
yes, you ve got to be able to work well with other 
people. I think that's really important. 
One woman very aptly described her perceptions as to 
what are important skills in administration: 
Probably a central one is the ability to keep sight 
of the whole, and not to be too involved in one 
particular facet of it, so you keep a larger 
picture of the whole system, and I think it is very 
easy to do it because when things are coming at 
you, it is very easy to get carried away and then 
lose sight of the larger picture. So I would say 
it is very important and keep perspective that way. 
She continued on to list the second and third most 
important skills: 
Second thing is very important, is being able to 
compartmentalize. I remember reading about one of 
the earlier presidents of Wellesley College; I very 
much admired the description of her that "when 
somebody came in she treated that person as if she 
or he was the most important thing in the world, 
that nothing else mattered, except that what is 
going on right there, and when the next person came 
in she was able to give that same undivided 
attention to the next." That is very extreme. You 
have to be able to do that, jump from thing to 
thing. Give the thing your individual attention 
and then be able to go home and put the whole thing 
behind. 
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Question 11. Have you set a career dream for yourself or 
haf ?h?eTr h3Ve Such a dream? Wha? role 
naafth ? dr®ani had in the shape of your 
professional life? 
Seven women's response to this question was "Yes", that 
they had a career dream for themselves and also how that 
goal/dream had emerged in their current position. 
Following are some of the statements that describe their 
dreams: 
I think I peaked early in many ways. I think I 
always had the dream of being the head mistress of 
a secondary school. 
This participant was from an English background, raised and 
worked in England for a while. It was interesting to hear 
her next comments: 
...And that dream got tempered because the 
environment in which I grew up, all head mistresses 
of secondary schools were single women...But in 
that sense that early dream of running my own 
school is something that I fulfilled ridiculously 
early in my life, and I enjoyed it. I was good at 
it. I took a great deal of pride in it. There 
came a time when my marriage was far more important 
than being the world's best head mistress. So long 
as my boss wishes for me to continue in my present 
role, I'm very happy indeed here. 
One woman explained very realistically how her career 
dream got shifted: 
Well, I did wish to become a physician for most of 
my formative years, so that notion of aspiring to 
something, and that notion of working to something, 
and that notion of delayed gratification and all 
those things, even though the career goal has 
obviously shifted; again, the character-logical 
traits that were necessary for the original career 
goal have simply shifted to another career goal. 
Another spoke of her fantasies rather than dreams: 
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Sr 
o^her^nels'b'-311' Pr°bably s°”e «"sTtinS 
inS ttler one ls beln9 a college president. 
She continued to visualize her dream by saying: 
without rinl±th*er °f th°Se °Ptions as totally ithout a lot of negatives, so I am not sure why 
ao^no9^ t0gether* So 1 ^ally don't know. I'm 
Inri ?-t0 90 °n sabbatlcal soon, try to sort it out 
and figure out which way I want to channel myself. 
The other women whose responses fall under this 
category said, "My dream is get back into teaching and 
research , My dream was to be a professor of history and I 
certainly obtained that"; "My dream is to go back to 
history and write a book." 
In contrast, seven women said "No" in response to 
Question 11. A Dean of faculty at a small liberal arts 
college spoke of her experience: 
I would say no, wasn't fixed on one thing. More 
picked up opportunistically. 
Another woman in a large state university shared her views: 
I've always admired people who say I want to be a 
doctor, I want to be a policeman, I know in my 
heart that this is what I want. I've never had 
that certainty. 
This woman, who was in her late 60's, spoke of her wish: 
No, often I wish I had the choices of today's 
women. I thought of being a doctor once. 
She went on to say: 
No, I think I sort of let things happen. Rather 
than having set a goal and set out achieving it. 
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The other women who answered "no" to having a guiding 
career dream made comments very similar to the above 
responses. 
Finally, four women administrators spoke more of 
aspirations than dreams. Following are the examples: 
I never had a dream; rather than a dream, more of 
an aspiration that I should have a career that 
would not be inferior, because I am old. So that 
actually was quite important. I wanted a position 
of some authority, status, influence, visibility. 
One other woman defined the process for her: 
No, I don t think that a dream in the sense of I've 
never had 5 year plans or 10 year plans or those 
of things. And I don't think I've ever 
aspired to a particular kind of position. I mean, 
a lot of what I've ended up doing arose in a 
moment, and wasn't something that I’ve planned 
early. Except that my dream was always, I think, 
to be involved in some type of not just public 
service, although certainly in that domain, but 
really geared towards "quality of life" sorts of 
issues. So, I think to that extent, yes, I mean, 
I'm living out what I always expected to do in some 
way, although I never would have predicted again 
the specifics of what I'm doing. 
Still another described her way of setting goals: 
I don't think I ever had a long term goal but I 
knew what three or four steps to approach. I think 
I always have a vision what the next opportunities 
that I like to pursue. I don't necessarily have a 
time frame on that; I have to say no, I never had a 
dream. 
Question 12. Does your leadership style change when 
dealing with women? (If so, why?) 
A majority (eight) talked about how their professional 
interaction tends to change when dealing with women as 
opposed to men. The differences mentioned were not 
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negative, but were reported to exist. The following 
responses describe sample responses of women whose style 
changes when dealing with women: 
Yes, it probably does, because I think with most 
fromnth^ehCan haVG m°re direct' frank communication 
b h it: takes quite s°me to 
estabiish that with the men. I guess with the men 
I think women are almost forced to use a little bit 
of the way men approach to do things such as name 
dropping, to establish the fact that you know what 
mpn a^*01ng- Xt d°es not pay to be modest with 
men. With women one does not have to do quite that 
sort of thing. 
This woman shared her view and said: 
I am more comfortable with women. One of the 
things I like about being here is I have so many 
women at my peer level. I am becoming more 
comfortable dealing with men based on practice, so 
I think it just comes with time. 
The following remarks were made by yet another woman: 
I think yes, I really think that the nature of my 
talk changes. I think that there is a way in which 
women engage one another that’s different, and I 
don’t know that I’m conscious. It’s a kind of code 
switching or changing the way that I talk and 
interact. But I think that I do it, and probably 
do it most of the time. 
This woman spoke of her comfort level when dealing with 
women and also men: 
Much, much, much more comfortable with women. 
First, I was not but I think I have come to be 
quite comfortable with men who report to me, who 
are lower than me in hierarchy. I have harder time 
feeling confident with men who are my level and 
above. I mean, I have harder time feeling like an 
equal. So I think my relationship is less good 
with them. 
On a similar theme, this woman explained why: 
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women 1 relaxed "hen dealing with 
?oge^rdi£^e ~ SST' 3 
accomplished x, y or z Thor-o , _ 
Showy kind of mentality. That ll ?he big” ^ 
?hfte^arde; d?ually' that y°u don't have to play 
that hard ball game of showing how tough you are 
collaborative^00 ^ ac™-hed. It's^ore ’ 
According to six participants, their professional 
interaction with women did not seem to change much. Some 
of the "why’s" and "how’s" are answered to clarify their 
view. 
Largely, I try to treat everyone the same. By 
same, I mean that my style is to make clear to 
people what needs to be done, and give them as much 
autonomy as possible to be there for them no matter 
what level of, their position is and try to do that 
both for men and women, and sometimes for women I 
hope that understanding that if they have child 
care needs. But actually my leadership and 
management style is not very different. 
One woman brought up the difference in a very remote way: 
No, I don’t think I feel either more or less 
comfortable. There is one senior woman on the 
faculty with whom I have lunch regularly and we 
inevitably, at some point in our conversation, say 
if we were only running the place things would be 
different. 
Three women answered this question very similarly. One 
said: 
I don’t think it does change very much, actually. 
The department was mostly men for a long time, and 
yet I’m quite comfortable in the position I am in 
now. I think that varies more in personality with 
me when you get to know the people that you are 
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working with; one ner^n ^ „ 
one argument and another bv an1?? t0 be swayed by 
a good administrator has to ,2°ther; Xt seems that 
differences are and how t^de^^iS^Lse^ople. 
This Director who was in her 60 
's answered it this way: 
stylenchan«f T 1 don,t think V management 
This woman shared her view and said: 
That’s hard to answer. I hope it doesn’t What I 
have tried to do is to bring people along so 
information is shared, and they understand how the 
system works, whether that be women or men. I 
think to work with women depends on the 
personality. 
This woman spoke of how her general interaction is the 
same, yet it is different. She explained: 
Well, I speak the same way to men and to women, but 
what I do with women in every way, manner and form 
is to help them take control of situations that 
affect them deeply...I try to break down the power 
relationship that exists between me and them...So, 
in subtle ways I try to respond to women, through 
my own history, and what is clearly a female way of 
doing a job; I have to take it into consideration. 
Three women could not answer this question in either 
the ’’Yes" or "No" category because they did not have the 
opportunity to deal with men. They mostly dealt with women 
both as staff and colleagues. One typical response was: 
I have hard time answering that because I don't 
have much experience with other men. I have - only 
one man reports to me. He's not, in my world of 
men, a typical man, and that is probably why he's 
comfortable working in an office that has 35 women. 
So I don’t really know if my experience with him 
would be typical. 
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Question 13. What factors have been important in the 
establishment and maintenance of your career? 
Of the 18 participants, seven women mentioned "people" 
in one way or another as an important factor in their work 
life. More specifically, there were several versions of 
their interaction with people. One woman put it this way: 
Encouragement from other people...Also getting 
from0^ friends; not just encouragement 
from people in my work, but support from friends. 
Another woman spoke very similarly: 
A support group of middle-level managers. 
Especially the women. We don't meet regularly but 
we do meet. 
One woman shared from her experience and said: 
I guess, in the broadest way of saying it...there’s 
always been, I think, some social need that I 
responded to that has kept me energized and 
committed. My commitment to feminist issues and 
civil rights issues have kept me re-energized, I 
think. 
Another woman expressed her view and said: 
Well, I think it's important to be able to motivate 
people...and you just sometimes have to rally 
people, and they need to know that you'll be 
willing to put as much effort into supporting them 
if they need consideration, monetary or whatever. 
Still on the same theme, one woman explained: 
Again, it's been mostly people, a couple of key 
people who took an interest in my career. 
The same woman went on to explain how her career got 
established: 
The man whose T.A. I was, who first appointed me to 
the job, and subsequent provosts who, well, first 
came to me when he came, and I was assistant to the 
provost and he said, "This is nonsense; only women 
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are assistants to anvbodv _. . 
not just to be my little hand ?®ed to have a job, 
5* to 
Wasaablehtok?nfia C°UPl6 of ^sequent proiolt^? 
left influence my career, even after he‘d 
For the rest of the respondents the important factors 
m the establishment and maintenance of their careers were: 
"risk taking"; "energy"; "be able to write well"; "good 
listener"; "humor"; "motivate people"; and "sense of 
integrity." Last but not least, "how to gain a sense that 
your male colleagues will take you seriously." 
Question 14. Reflecting back over these last few 
questions, do you think women need to possess 
different qualities, abilities and skills? 
With the exception of three, the rest of the 15 
participants were in agreement that women have all the 
necessary and similar skills as men have; in fact, some 
women emphasized that they (women) possess some unique 
skills which are an asset in the work setting. These 
special skills were described in the following ways. 
This director talked about the skills women possess. 
She said: 
I think that women have the sort of thing that I 
was describing about the caring, and that is 
something that is much easier for women and think 
that it should be used as a very positive thing. 
So that I think rather than women having to...I 
think it's important for women to recognize that 
these things are strengths and one should build on 
that. 
The same woman regretfully explained: 
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should use what one has. Women seem naturally to 
humanness. This whole business of 
humanity means a great deal to me. 
This view was expressed by another woman who believed that 
the issue goes one step further: 
I think it is a matter of longevity. Men have a 
long term career, so probably we are only the first 
generation of women having a pattern of desire and 
willingness to make a career. 
Three participants shared their perceptions and 
experiences of difficulties related to working with men and 
the skills needed for women: 
Yup. I think that's very, I don't think this is 
right, and it shouldn't be this way, but I think 
that very talented women often don't make it 
through the process because they are threatening to 
men who are stupid or men who are less 
accomplished, and that you need to, unfortunately, 
develop a strategic way around that. I mean, it's 
sort of a sickening way of, on the one hand, doing 
your job, doing it well, and at the same time 
figuring out ways in which you can minimize the 
threat of your accomplishments around men. 
She continued on and remembered a conversation that she had 
with a male colleague, the apparent reason behind this 
attitude of women under-playing their professional 
accomplishments: 
And the other thing is that these guys are just 
used to being among themselves. They have, 
everything you read about, all these, including 
sports talk, it doesn't matter what it is; they're 
more comfortable dealing with one another than they 
are dealing with women. One time a man who I know 
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who was an academic administrator, now works in an 
industry position sain v 1/ , works in an 
was that Ln. nomailer whft^ th°U9ht the thin° 
worked with, they always at was Who they 
their mind. lt was either th^ Ji S6X on 
---iv^ofth:;5 y^k^ 
coSdS%^^nrLt^st^r^tSS' 
InltiTth"^; that “ Was always there L anY 
wa biS ««™ aw tma:Le collea9ne] said that 
was a big reason why they were so closed to wantina 
a lot of women colleagues. wanting 
She went on to interpret thi 
s assumption: 
I guess it is very distracting. And he wasn't 
saying that as a way of defending not having more 
women colleagues, but he really thought that was a 
major issue involving men, that they just couldn't 
stand to be with women who were possibly going to 
accomplish more. And then you compound that, if 
you talk about minorities and minority women - 
forget it. Go right down the list. 
One woman dean addressed this question and kind of made 
a plea to the other women by saying: 
I really believe that the best thing a woman can do 
is to trust her instincts. There are many times 
that I think women don't do that in administration 
or business or whatever, and really use their 
strengths of communication, of being somewhat 
sensitive to what is going on around them, to be 
collaborative, that is, working with many people. 
She continued on to say: 
I don't think that it is going to be particularly 
successful for women to fit themselves into the 
male success model and I think that women are not 
wise if they give up their whole person and who 
they are for the attainment of a "career." And I 
personally don't believe that anybody should have 
to do that. And for women to try to fit themselves 
into a mold to be "successful" has a toll later on 
in many cases, not all cases. So, I would say the 
best thing to do would be to be true to yourself, 
do what you enjoy. That’s my plea for all the 
people. 
113 
This same woman made a suggestion and said: 
Keep up with what's going on, and it helps to have 
exposure to various people and to tariois ideas so 
But therpr? always broadening your point of view. 
But there is, you know, the luck that's involved, 
to be in the right place at the right time and 
that°skln9 th • imP°^tant for that' and 1 bbink 
something that women have to think more 
about, maintaining connections, and the 
professional connections, like the males have 
always done in business administration. 
Three women had different points of view regarding the 
qualities that women display in work settings. Said one: 
Yes, I think women need to be taught to be 
aggressive. They need to be taught how to be a 
team member...1 think they need to be taught how to 
interact with men professionally and to present 
their demands [this is the wrong word], what they 
want without becoming personal about it. 
A program director at a public university believed: 
I don't know that they need to possess different 
skills. I think that they need to learn how to 
develop some things more sharply than they have and 
obey themselves more... Though I think that women 
certainly have the same skills and abilities as 
men. I think how they learn to use them along the 
way is more critical. 
This woman gave examples of how men handle situations 
differently, and to her this "differentness" was not a 
positive quality: 
What I find interesting with men, even if they 
don't know each other personally, yet they'll go to 
lunch, and they'll have very light conversation 
about sports or about the job and things, but if 
women go to lunch we immediately know about their 
family, we know if they have children, if they're 
married. You'll immediately get into personal 
realms, where you don't with men at all. That's 
different. 
114 
Finally, this director 
examples of situations and 
from a private college gave 
expressed her view: 
devour iohVeKy,Sk^lfUl and bri3ht and kn°» to do your gob, but if you can't get along with other 
people or are unwilling to see yourself as part of 
a larger group at times and submerge your own 
interests...1 suppose that might go for a lot of 
of !;.iLyouxthSusht of a family and you thought 
of somebody who knew very well how to cook, shoD 
clean, have children, but was lousy at talking to 
people or helping people through hard times, then 
you wouldn t be any better at that than you are at 
a 30b. So, I can’t deal with that question in 
terms of women. 
Question 15. Can you think of any specific characteristics 
or typical tendencies of women that can 
undermine them in work situations? 
With the exception of two, almost all the participants 
(18) interviewed were unanimous in their belief that women 
can strengthen few areas. Various personal traits were 
mentioned; for example, two subjects agreed that women can 
act or show more confidence. According to this woman 
director: 
I think that one of the principal faults of 
professional women I know is an underestimation of 
their own value to the institution, and of their 
own competence. 
Personalizing, according to two respondents, is a 
weakness in the work place. Explained one: 
Yes, I find that women tend to personalize much 
more than do men. So it’s always seen as what does 
it mean to me? What is it saying to me? How is it 
undercutting me? How is it supporting me? And in 
a lot of places you're irrelevant, you know we're 
talking about an outside situation. So, in terms 
of personalizing it, you're sometimes misreading 
the situation. 
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Another woman put it this way: 
I think in this culture anr? T'm *. , 
others to d 1 m not versed in 
-yi- 
technic^^biUtybprobaMrgeriryo^^ay'6?:^ 
' women value a personal relationship to the 
cryina "thllrthey're Unable to 9° demand without 
crying, their proper reward, or title or oav or 
time...1 think we’ve been carefully taught to'do 
that...we’re good at it. 
One woman talked about the ’’larger system’’ being 
problematic rather than men or women. She said: 
I don’t think they're characteristics of women as 
much as characteristics of the community which 
women engage in. I think that a lot of what had 
been called women’s weaknesses are...I think 
they re strengths. So I guess my own perspective 
is that I think that there are really serious 
problems in the social world in which women operate 
and function, but I don't attribute those to 
problems of women. 
Participants offered various characteristics or typical 
tendencies that can undermine women in the work setting. 
These are reflected in the particular items reported below. 
Each reflects an issue or item cited by a single subject. 
"Being careful not to have tunnel vision." 
"They [women] are so busy thinking about substance 
they forget all about the functions." 
"That women are not as open and trusting as they 
could be. So that they don't take advantage of 
opportunities." 
"Behaving unprofessionally, i.e. being frivolous, 
gossiping and backbiting." 
"Too assertive." 
"Playing stereotypical roles certainly is 
something that is not to a woman's advantage." 
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Question 16. Can you identify any internal or external 
orces that have affected your performance? 
Three women indicated that encouragement and support 
from other "people", meaning colleagues, family and 
friends, was an important factor both internally and 
externally. Other participants spoke of various factors. 
Here is a sampling of statements, as these women spoke of 
internal forces: 
I think internal forces that have affected my 
performance are my compulsion to do everything 
perfectly and the sense that I have not succeeded 
if I screwed up one little thing out of 100. 
She went on to add another kind of internal tendency that 
has affected her performance: 
And one force that's affected my performance 
negatively is my enormous tendency to 
procrastinate. 
Similar sharing was offered by another woman. She 
explained: 
Internal forces for me is that I am pretty 
sensitive, pretty emotional, and I get my feelings 
hurt. I am not confrontational; those are all 
negative things that have affected me. And I take 
things personally. I was not raised to be a very 
good fighter. I had to work hard to be better at 
that. 
Other women alluded to internal forces that affected 
their professional performance. According to this woman: 
Internally, I get a lot of support from other women 
and I think that this has been a place where other 
women conversed. Acceptance as the role of 
leadership. One is not always trying to prove, as 
a token woman, that it is O.K.; that has been very 
important support. And I think I have had a lot of 
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support from my husband and that i 
have, friends and family. is important to 
This program director spoke dis 
sappointedly and said: 
L cninK 1 nave grown as f 
view, I think that having 
aH°n has affected me. I 
I had moved on. 
far as I could have if 
This woman shared her frustration and how i it affects her 
internally. She said: 
I mean, I think again it would be naive to view 
exJ^Ple in this institution, a committee as' 
other than still an environment that is dominated 
by white males. I think we still have the power to 
define what counts as good performance, what counts 
as good leadership, what counts as a good way of 
looking at issues, so I come up against that all 
the time. And it's often a very frustrating and 
difficult struggle. 
She continued on with her view: 
I think that we increasingly find ways to do what 
we do the way we do them, but to account for them 
in male terms. You can take, you know, the same 
sets of activities and whatever, you can give it an 
accounting in male terms and it will be the same as 
"it's fine and dandy." I think that's what you 
have to do an awful lot of the time. 
This woman, who seemingly is bright and extremely 
successful in her career, said: 
I think I've gotten a lot of encouragement. I 
think however it works, I develop some self- 
confidence somewhere along the way. But I'm always 
still afraid that I'm gonna crash and blow it. 
She went on to offer the following insight into why it 
might be so: 
I understand that at least there's a lot of 
publicity about women feeling that more than men. 
I'm not sure I believe that. I have a feeling that 
there's a lot of insecurity as people move through, 
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you know, administrative 
more willing to express 
that there is, you know, 
they’re just gonna lose 
ranks, and that women are 
it than men. But I think 
that sense somewhere, that 
everything. 
External factors or forces pointed out by the 
participants were, for example: being single; getting a 
masters in O.D.; acceptance in the role of leadership; 
family demands and times of extreme pressure; motivated by 
people around me; pressure from others (colleagues and 
staff); people, health and family situations. Connected to 
the external forces, a program director spoke from her 
experience and said: 
f affirmative action used to be more 
important to higher education than it is now. I 
have been asked to do things because, in 
particular, I was a woman, but also, let’s try and 
find a woman, that certainly has helped me several 
times. And that’s how I served on several 
committees and boards. 
This last comment from another program director sums it up 
very well: 
Again, comes to my own sense of what I have to do 
in order to say I’ve done a good job. So it comes 
back to that kind of stuff. 
Question 17. To what extent has affirmative action 
legislation had an impact on your career 
progress? How do you think affirmative 
action has affected women's careers in 
general? 
Two perspectives were asked from the participants: 
one, if affirmative action has helped in their careers; 
second, if it has helped women in general. Responses to 
this question were almost evenly divided. 
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For 6 women participants, affirmative action did not 
have any impact on their career, while 5 maintained that 
affirmative action did help them. Three women did not 
respond specifically; they spoke more in general terms. 
There were two women in the late 50's age range who said 
the affirmative action legislation did not have any impact 
on their career. In other words, they were in their chosen 
areas already. 
Following are some examples given by women who said 
"Yes", affirmative action was helpful. Said one: 
Well, I think it's probably responsible for my 
being here, and I think it's probably responsible 
for the presence in the academy of most women, of 
certainly blacks, Hispanics, Asians, whatever you 
have. I think it was very clear that, prior to 
that kind of social intervention, men were mostly 
comfortable with other men, white men. So I think 
it has had an extraordinarily important role in 
shaping the complexion, the diversity. There's no 
doubt about that. 
Another woman spoke specifically on how she addressed the 
issue of equity: 
Yeah, I have at a couple of points challenged the 
salary I received with the authority I had at the 
time people that I supervise. So I had equity 
adjustments along the way, so in that sense 
affirmative action does help. 
The same woman made a very interesting comment: 
But, I think more than affirmative action, women 
have smartened up. 
Similarly, it was believed by another woman, who explained: 
I think it provided me with opportunities. It made 
it easier to change jobs within the university 
then; I think if I were a man, it wouldn't have 
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been possible...it would have been hard for him 
[referring to the previous and present boss] to get 
the approval if I were a white male. 
In contrast, those women who said "No" did not 
elaborate or give reasons. For example: "On my career, 
probably none"; "had not been a factor in my particular 
job"; "I am not a U.S. citizen; only U.S. citizens are a 
'protected species.'" 
In response to the second part of the question, whether 
affirmative action has helped women in general, with the 
exception of one, the other 17 women were in agreement that 
by and large, affirmative action has helped women one way 
or another. Nine women believed that it has "helped, but 
not enough," or, "in early years things were better." Said 
one: 
Yes, I think it has. And frankly, I think that is 
a double-edge sword because, in the early days of 
affirmative action, it was too easy for some men to 
say, "She only got the job because she is a woman," 
and that became undermining to women who sometimes 
had to wonder whether they got the job because they 
were good at it or because they were needed as 
figure heads. I think in the early days of 
affirmative action, and certainly in the early days 
of co-education, some of that was true. I really 
don't think that is true any more. 
This program director spoke very similarly from her 
experience: 
In some years, in past years more so than now, I 
get the impression that that's been taken care of. 
I mean, I really feel that its' importance has 
changed...So that's still not a real great balance. 
So, it has helped in general, but it comes and 
goes. I think it could be better. 
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A dean in a private liberal arts college spoke very 
surely: 
I think that a lot of things that I did were really 
set before affirmative action legislation. And in 
fact, I ve had lots of subsidiary jobs throughout 
most of my life, and I don't think that I've really 
been paid what I'm worth until this last job that I 
have here, and I think I've benefitted from 
affirmative action legislation. 
She went on to explain how, in general, it helped: 
It affects the climate, it affects the 
expectations, it affects the people's thought 
processes. So I can't help to think that there 
isn't a single woman who hasn't benefitted one way 
or another from affirmative action legislation. 
She touched on, a bit disappointingly, about the new 
generation of women and their attitude. She remarked: 
What infuriates me is most modern women, who are 
young women, think that whatever they got, because 
they were recognized to be the superb thing that 
they were and that they have never experienced 
sexism, and that even if there wasn't civil rights 
legislation they would still get the job. They are 
just stupid. I'm distressed. 
Two women pointed out affirmative action has raised the 
consciousness of people, at least. According to one: 
I think it has helped women in general, when it was 
really enforced in this country. There were people 
really running scared who didn't want to have 
nobody on that line on that form they had to file - 
you had to file that form to get federal 
contracts... It has raised the consciousness of 
employers, some of whom felt under the gun, some of 
whom felt conscious stricken, and some of whom are 
at least forced to look, even if they take no 
action on differential pay scales and hiring 
practices . 
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Question 18. Where do you see yourself in the future in 
relation to your career? What will you do to 
help it along? 
Identifying the choices/plan for their future career 
path, three women wanted to leave administration and go 
back to teaching. The Dean of faculty said that: 
I always know I felt torn between this kind of work 
and wanting to be a faculty member and so there is 
a good part of me that thinks I will go back, to be 
a faculty member and do more teaching and writing, 
and there is another piece of me that wants to do' 
more administrative work. 
Six women felt that they don't need to "move up." They 
sounded happy and contented with their administrative 
posts. The reasons varied considerably according to 
individual circumstances. Explained one woman: 
Let's put it this way - I've been a very fortunate 
individual to this day, because I think I have 
autonomy. I don't aspire to anything more than 
this job and this setting, because I've total 
autonomy over the years, so in that sense I've been 
able to grow, and be a real professional and make a 
career out of it. 
The response of an executive director and Associate Dean is 
similar. She put it this way: 
I really don't know, since not having a plan has 
worked for me in some ways so far. I suspect that 
I'm probably going just to continue to respond to 
what occurs in the moment, I think. I know what I 
don't want more than what I do want. If I stay in 
administration I don't want to "move up" in the 
sense of I'm very clear that I don't aspire to 
higher administrative ranks. I don’t aspire to be 
a vice-chancellor, I don't aspire to be the 
president of a college. I think my background 
probably could take me in that direction, but it 
doesn't interest me. 
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She continued on to express her perception of higher rank 
in administration and said: 
And certainly one of the things that I recognize 
even the administration, that the more you do it' 
the furthejir you get really removed. I think for me 
what is meaningful...1 think I will do more 
teaching than I've done, and it's conceivable that 
if I make any move it would be into a strictly 
academic setting. I'm not sure that I'll do that 
but I can, as I'm getting older and tired, that has 
a major appeal... opportunities to do more writing 
more retrospection. 
She wrapped up this question very realistically: 
But who knows? I mean, I say that and you know, in 
ten years we could meet and I could be a vice- 
chancellor somewhere. But that's what I'm feeling 
right now. 
Speaking on the same theme, other responses were, "I've 
made a decision not to seek the top position in my field;" 
"I am not sure if I want a bigger job at another college or 
university;" and the last one said, "don't want to be a 
college president." One participant spoke kind of 
disappointedly and explained: 
Well, the kind of job that I have is, the next 
level is vice-chancellor and very rarely do they 
hire women. And even if they were to do that, I 
suppose there's several other internal candidates 
that qualify for that. 
Lastly, this woman spoke of her limitation: 
That's a big problem. It's a problem personally 
because I don't have a doctorate, and essentially 
if I stay in the academic side of administration I 
can't imagine that there's any place for me to go, 
up. Now, I said that 5 years ago and it turned out 
not to be true. 
She went on to say: 
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iA‘nntiit1-S0eSn,!i 1?°k t0 me that there's anywhere to go in the academic side of higher 
administration. That would mean that I would 
either have to go back to school, which I'm not 
prepared to do because of my age and my family 
situation, or move to some other. I probably will 
not leave higher education administration. 
Three other women might also come under this category of 
responses "that they don't want to move up." For two women 
they were near their retirement years, while for the third 
woman she was the "acting director." This 61 year old 
director said: 
It is not time to add a whole lot more. I'm not 
aspiring to be on top of the ladder. 
Four women's responses were miscellaneous. This woman 
spoke very clearly about her future plans: 
In ten years I would retire, travel, live overseas, 
and do what I had originally been able to do on my 
husband's money, but now do it on my money, which 
is to be an historian. 
This director shared her future plans and explained: 
I don't know because again I see this separation 
between my husband and myself as a temporary 
separation, and either he will get a teaching job 
on the East coast, or he will get a series of 
fellowships that will allow him to live with me, or 
I will eventually resign the position. But I am 
not interested in living this kind of life for the 
rest of my life; there is no job that's worth it. 
Then she also shared her plan to run an independent 
business: 
So, I can envision myself opening a restaurant in 
5, 10 years, or I can envision myself going yet 
into another profession and find something else. 
So I don't know what's going to happen. 
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Summary—and_Discussion . This area gave the 
participants an opportunity to comment on some of their 
career goals, dreams, aspirations and strategies (if any), 
and the qualities, abilities and skills they consider most 
valuable for an administrator. They were also asked to say 
from their experience if women need to possess different 
qualities and abilities as opposed to men. 
In general, the women (18 total) in the study shared 
the view that having good interpersonal skills and 
communication skills (e.g. listening, writing, talking to 
all kinds of people) helped them in attaining and 
maintaining their career paths. This is consistent with 
Ironside's (1981) and Barrax's (1985) findings that women 
in their study possessed personal characteristics such as 
interpersonal and communication skills. 
The women in the study also shared the perception that 
having formal and informal contacts (networking) helped 
them in their career development; i.e. their careers have 
been influenced by both personal and situational factors. 
A sizeable body of literature exists to support the 
hypothesis that most jobs in higher educational 
institutions are filled by means of "informal networks of 
faculty, administrators, or other educational leaders who, 
by initiation or response, recommend promising candidates 
for positions." (p. 91; Taylor and Shavlik, 1977, quoted 
in Benton, 1980; Kanter & Wheatley, 1978; Ironside, 1981; 
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Moore, 1981). Such networking or "connecting" with those 
in influential positions in organizations may produce 
potential sponsors for the aspiring manager or 
administrator, or may connect her or him with those in a 
position to recognize and reward performance or provide 
crucial recommendations (Barrax, 1985). 
Participants often indicated that, in the process of 
changing jobs, they often redefined their new jobs in their 
own terms. Thus, some of these women found room or ways in 
their work to maneuver and to re-think their roles. That 
process has stirred ambitions in some. Several women 
shared the information that, although not unhappy with 
current administrative status, they eventually would like 
to teach or do consulting. Most, however, indicated that 
they were not going after more senior administrative 
positions. 
Research from the corporate sector (Kanter, 1977) and 
higher education (Moore and Sagaria, 1981) has shown that 
job change is an important form of career progress and a 
way of increasing one's professional opportunities. 
Ranter's (1977) concept of the opportunity and related 
concepts from the higher education literature suggests that 
an individual's opportunities, manifested in mobility and 
growth, shapes one's outlook and behavior and that people 
differ considerably as a result of their expectations 
regarding future prospects. She also concluded that those 
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with promising career opportunities tend to have high 
aspirations and self-esteem, to consider work a central 
part of life, to be more committed to the organization, and 
to be willing to make concessions for it. 
Participants were asked about affirmative action, how 
it has affected women in general and its' effects on their 
lives and careers. With the exception of one woman, none 
of them could attribute obtaining their present positions 
through formal affirmative action procedures; they all 
agreed that the guidelines have brought initiatives where 
there were none before. Also, many of them mentioned that 
affirmative action as a policy was needed and encouraging 
because of the commitment it represents to all women and 
minorities. However, note was also made of the perception 
that affirmative action was not as strongly enforced in 
recent years. 
The above responses of the participants were consistent 
with Benton's (1980) study of 30 women administrators. 
Benton's respondents cited affirmative action programs as 
an effective strategy, but some believed that any type of 
legislative mandate is the least effective strategy to 
increase the number of women administrators. 
When participants were asked to comment on whether 
women need to possess different job-related skills, with 
the exception of three (16.7%), all the remaining 15 women 
(83.3%) unanimously agreed that women do not need to 
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possess different qualities or abilities. Rather, -women 
qualities", e.g. interpersonal and caring qualities, are an 
asset, and are strengths rather than weaknesses. 
This finding is supported by Gilligan's (1982) research 
and theory of women's development. Gilligan found women's 
lives to be embedded in their interactions with others and, 
moreover, that this connectedness is guided by a sense of 
responsibility and caring for others. 
The women in the study seem to value their "female 
qualities" and considered them important in the workplace. 
They felt that women do not need to hide these qualities 
and abilities; rather, women should use them with 
confidence. Another insight that these women highlighted 
was that women need not behave like or copy men in the work 
setting; rather, they can attain career success by 
demonstrating confidence in their own female administrative 
style. 
When responding to the question about typical 
tendencies or characteristics that can undermine them in a 
work situation, these women shared the view that women in 
general lack confidence, personalize comments and feedback. 
Some of the sample also mentioned that women can get too 
occupied with detail rather than having a larger view of 
the organization. On the other hand, they mentioned the 
importance of vision and seeing the bigger picture as a 
needed still for administration. These data are consistent 
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with Ranter's (1977) conclusion that women have more 
difficulty receiving feedback or constructive criticism as 
opposed to men. 
In summary, helping relationships were reportedly 
available to this sample; this finding does support the 
conclusions of other researchers (Sagaria, 1982; Ironside, 
1981; Barrax, 1981; Stokes, 1984). The only difference or 
nuance is that these women did not use the word "mentor", 
but rather persons who had an impact on their careers 
(mostly positive). The definition of these helping 
relationships differed from person to person. A number of 
women spoke of their parents — both mothers and fathers; 
husbands were also mentioned who had encouraged them to 
pursue their career goals. Bosses and senior people were 
acknowledged as pivotal in these women's career success. 
Another area frequently mentioned was knowledge of the 
ins and outs of an organization and how it works (politics 
of administration), trust and credibility among peers and 
other constituencies in the organization (which in part is 
a matter of longevity and credentials), and such personal 
qualities as having good interpersonal skills, 
communication skills, and a willingness to take risks. 
Perhaps these qualities are those which themselves require 
experience and formal and informal support networks in 
order to develop. The most effective career preparation is 
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then the motivation to succeed, but so is opportunity 
structure to fulfill that motivation. 
Change-Related Advirp 
Question 19. If you had to do something differently, what 
would that be? 
The participants offered numerous comments, based on 
their experiences in higher education administration. 
Several personal perspectives were shared as to how they 
could have done something differently towards their career. 
Eight women emphasized the importance of "finishing 
academics earlier," or "should have started earlier." 
According to this forty-four year old director: 
I don't know that I would have done a whole lot 
differently if I could have seen it stretched out 
before me...I think that what I might have done 
differently is established my academic life maybe 
first, and moved from that into management; there 
are times when I wish that I had done that, or at 
least done it concurrently. 
A Dean for a private liberal arts college commented: 
I would go back to graduate school and I would 
finish my Ph.D in Geology, and then I'd probably go 
back to teaching and research. 
The same thoughts were shared by this director: 
I think that, given the career I've chosen, or 
wound up with, I would have completed my graduate 
education not because it would have helped me do 
the job better but because it would have given me 
the credentials to go further in higher education 
administration. 
For three women, they could have done different things, 
but because of children they were restricted in their 
career-related activities. Remarked one: 
131 
1 would be much more aggressive and 
careful in terms of my publications and research. 
Later m my career I have been pretty active about 
• n the earlier years I have been much more 
single minded about that. Secondly, in terms of 
a ministration-wise, I should have taken more time 
to build a larger networking outside of here and 
gone to more conferences. I have always been not 
very strong on that partly because I had little 
children. There is enough juggling to do already; 
I think you have to be out front. 
This director of administrative services mentioned children 
as a limiting factor in her career mobility and said; 
^ of the decisions I 1 ve made were based on my 
personal circumstances. I have children that are 
now teenagers, so in the past X was pretty limited. 
I couldn't change jobs frequently or move, and 
those kinds of things. I think if I didn't have 
those prohibitions I would probably have been a 
little more flexible, and moving up as the 
opportunities came by. So, that’s affected my 
career. 
Five women spoke of miscellaneous things they could 
have done differently. This director of admissions 
recalled regretfully and said: 
I would have stood up, and when that professor told 
me that he would not write that letter of 
recommendation I would have found another 
professor. And if the other professor said no, I 
would have found yet a third one. I think I would 
have made a superb physician. I am still sorry 
about that, although I don't sit around crying over 
choices I could have made. 
The same woman went on to explain why it happened: 
But that was a stupid thing and it came from my 
lack of information, and my parents' lack of 
information...If I had to do it over again I would 
have killed him. 
This woman talked about her experience and said: 
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wouldn t have poured as much into my career. in 
my first ten to twelve years of my career I let it 
be much more a part of my life than it should have 
been. I limited my view too much; my group of 
friends were the people I worked with. I was 
socially shy. 
Another woman spoke about what she could have done 
differently. She commented: 
think I might have done my undergraduate work 
differently when I look at my records. They are 
very one-sided, not even liberal arts. I was not 
exploring myself. I don't think I explored a wide 
variety of courses. 
Security and support from the profession was mentioned 
by this one woman who originally chose a field that very 
few people go in. She stressed the fact that "whatever I 
do it had to support me." 
Question 20. Have you implemented any significant changes 
since you have acquired this position? 
With the exception of one, all of the other 
participants (17) said "Yes", they did implement change 
since they had been in their present positions. Here is a 
sampling of statements commonly heard by these women: 
Oh yeah, I have revolutionized this place. That 
was my job, was to...I mean, people described it 
laughingly, some people say, "Oh, so you've been 
told to bring the office out of the 1950s," and 
other people say "to bring it into the 1960s." I 
don't know if it looks quite that bad, but what I 
did was learn all about how computers could be 
helpful, and it took a very long, it took about 
five years to really get everything to happen. 
This woman explained: 
Oh yes, I don’t think there isn't anything I 
haven't changed in the office. There isn't any 
promotion that I haven't given to people. There 
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i?” * ny ,loh that 1 haven’t hired someone for. 
I havpl'? k T* publlcation that we’ve put out that 
I haven t had my impression. So I think I’ve 
affected the life of this office. 
Another woman explained her perceptions of the changes that 
she has implemented: 
I do it all the time. I have an independent mode 
of operations here. I've contributed to a lot of 
changes, I think, that have taken place in the 
scope of the office, and I enjoy doing that 
because... there is never a dull moment. 
This high-ranking administrator shared how she has 
influenced not just her immediate staff but university 
policy as well. She remarked: 
I think, opportunity to shape - not only to shape 
this program, but to really have some affect on 
university policy. And some of that probably has 
more to do with other kinds of things I've done in 
the university than this particular job. 
For the one woman who did not fit into this above 
category her reason was she was the first person in that 
position. According to her, "I've carved new territory for 
the people I've worked for and with. So it's been kind of 
my history at the university." 
Question 21. What would be your advice to women who are 
aspiring to administrative positions? 
or 
If you were to give a training program to 
women who are aspiring to administrative 
positions, what would you include? (Topics 
and activities) 
Participants were asked their perceptions of what 
skills or qualities they saw as important for themselves 
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and others in attaining administrative positions. Two 
areas were considered important: networking (6 women) and 
budget (5 women). The participants urged women to engage 
in activities that expose them to these two above skills. 
The following suggestion was made by a dean emphasizing 
networking: 
One, you need a support network of other women. 
Two, very, very hard to be a token, very hard to be 
the only woman. Three, ongoing political pressure 
to select women to higher positions; women have all 
the gains when they have that kind of political 
pressure. They have all the setbacks when the 
climate has switched. 
The same woman, addressing younger women, said: 
In fact, that young women have to realize that that 
battle is not over. You have to have that ongoing 
political sensitivity, what makes that opportunity. 
Another woman spoke similarly and stressed: 
I think networks of women, whatever level, 
relationship across, up and down, are very 
important. 
Still another woman emphasizing networking said: 
I would advise them [meaning other women] to 
network like crazy and learn organizations very 
well. Learning the players very well, make as many 
contacts, get a very broad network of connections; 
you can be helpful or share information often. 
This woman spoke about what networking meant to her. She 
said: 
The value of some of the volunteer work that I have 
done. It’s the contacts around campus that women 
need. For me, interaction is easier with women, to 
have a broader perspective of the campus. 
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Five women suggested "budget" 
as or "financial aspect" 
important. For example, a director explained: 
^ _ ■ 9 w “ w ™« •* X w XX | III^ I3 t 
n^,ami tar.Wlth' is where does the money come fr 
and who s in charge of it, how does it get used. 
You understand a whole lot about who’s got the 
power and whether any of it is accessible to you 
This woman's advice was: 
One thing I would advise would be mastering the 
computer and knowledge of financial management. I 
would give some training in human relations and 
development... All of the job experience that you 
can get is a useful thing for senior level 
administrators. 
Another woman similarly advised and said: 
When you are in a job, know what your weaknesses 
and strengths are in that particular area. If you 
are especially weak in the financial field, then 
you d better take care of it. Read a lot so you 
stay on top of what's going on. 
Two women felt that "mentoring" is important for upward 
mobility. One woman explained what mentoring meant to her: 
If you want to be an administrator I think it is 
important to have mentoring both from someone who 
is in a position higher than you, to sort of have 
somebody who is supportive and gives you advice, 
and helps take some of the mystery out of the 
process. I think it is also very important to have 
an interim, to have support from other women. 
Five women offered varied skills. They are listed 
below. 
"Learning how to assess people, hire people." 
"Self-assessment, self-knowledge." 
"Public speaking, communication." 
"Should be a master of something." 
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Sense of humor, interpersonal skills.” 
- "Writing skills, 
you're available 
tact, position yourself so that 
when an opportunity comes.” 
"Kind of a generalist." 
"Get the foot in the door.” 
Question 22. Do you have any other comments or 
observations or concerns regarding women 
administrators that you feel are important 
for their professional success? 
This was the last question of the interview; women were 
asked to reflect on what is really important in the world 
of work. There were various responses, and some common 
themes or trends appeared. Five women brought up 
confidence as the most important ability to have as an 
administrator. One director's description of confidence 
was: 
The women who are very successful, those that I 
have seen around here, have a very, very solid 
sense of themselves. Just not shaken out of the 
job. I don't know how you develop that. Either 
you have it or you don't. If you don't, you 
develop over a long period of time but it is a heck 
of a lot easier if you walk in the door with it. 
This ability was emphasized by another participant. She 
explained: 
Well, I've observed some very successful ones, and 
I've observed some very unsuccessful ones. The 
unsuccessful ones that I have observed have not 
come to terms successfully with their own sense of 
themselves as women. 
The same woman gave specific examples; 
One of them tried to mother everybody and that was 
resented by everyone. Another one tried to be very 
assertive and use what she mistakenly believed as 
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the male way of doing things and ended up throwing 
her weight around in the most intolerable 
proportions. In both cases these people had not 
come to terms with themselves as women. The 
successful ones that I knew of in many ages and 
many different ways are very "together" people. 
Speaking on the same theme of "confidence", this woman very 
aptly described the characteristic: 
How you present yourself carries an inordinate 
amount of importance in every place. I guess in a 
very strange way the image you present of yourself 
is almost as important as that work you do. The 
way you present yourself, to speak at meetings, or 
the memos you write on topics are really important 
and really make a difference in people's perception 
of you and judging you. 
Another concern that was raised by three women very 
openly was "identifying with the male style." As one woman 
explained in detail: 
That you can do administration both being true to 
yourself and to your sex, you do not have to become 
a man android. There is no necessity for you to 
absorb the behavior of men. There are lots of ways 
of going about doing the same thing. It helps if 
you have other women around. When you are isolated 
and you are in an entirely male environment, you 
can't help but seek the camouflage of their style 
and their approach and their language. But it is 
so impoverished because it's so one-sided. 
She elaborated and said: 
But women feel in order to make it, any way they 
define [referring to male] make it, that the only 
way for them to make it is to become like men, and 
I think that's just nonsense. Absolute nonsense, 
but it is safe and it's knowledgeable; they see it 
as a model of success, and it's much harder to 
forge your own model of success and it's much more 
painful. Sometimes you lose as much as you 
gain...you have got to do it in a fashion that’s 
true to you as a woman. You have got to learn what 
can be helpful to you from males. You've got to 
question everybody. It's not absorbing just work 
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wholesale and then spitting out carbon copy; it 
never quite worked for me. 
Two women shared the concern about younger women's 
attitude, as one explained: 
I think among the tragedies that I've seen...I 
worry about the younger generation of women who 
isolate themselves by believing that they have made 
it on their own. 
This dean stated very accurately: 
There have been earlier periods where women have 
been very successful and have lost most of the 
gains, lost and now have to regain them again. I 
think it is important for women to be aware of 
history. It has to be ongoing feminist scholarship 
to really keep that out in front of them, so that 
they just don’t keep repeating the same thing over 
and over again and going around in circles. Some 
of it requires collective effort, that no woman can 
do alone, e.g. child care policy, public policy 
changes. But women have to be on top of it to be 
very aware of it. 
Miscellaneous observations/concerns cited by single 
women were: 
"Not narrowly defined, as broadly defined as 
possible so that more paths are open to you." 
"Team concept, that women aren't good team 
members." 
- "Huge difference the way an office operates when 
it is predominantly male or female." 
"Trying to achieve visibility is important." 
"More women and minorities in positions of 
responsibility." 
"Learning to speak and write well, so you can say 
exactly what you want to say." 
"I hope there will come a time when we don’t have 
to talk about women administrators, but just as 
administrators." 
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4-v,^Yiin9 to.a<j:h;i-eve visibility is important. I 
ink participating in the community and taking 
the initiative to be in communication with many 
people relevant to different degrees." 
"Glad to see it has changed. People in general 
are not afraid to try new things. Huge difference 
m the way an office operates when it is 
predominantly male or female." 
"Have to be concerned about the top of 
institution's agenda, and to have more women and 
minorities in positions of responsibility." 
Summary and Discussion. At the close of the interview, 
women were asked what advice they had for women who are 
aspiring to administrative positions. While there were 
several responses, three areas that were mentioned most 
often by the participants were also consistent with 
existing literature: (1) Support and networks of other 
women. These helping and supportive networks were 
described as those who provided information, guidance, 
growth experiences and mutual trust. These women also 
indicated that the local women's networks and support are 
useful to share problems, exchange ideas, trade information 
and serve as another source of endorsements for jobs inside 
the institution. Several researchers have addressed the 
formal and informal networking of women whose career paths 
have led to top-level positions in organizations and the 
factors related to "successful careering" (Kanter, 1977; 
Ironside, 1981; Barrax, 1981; Stokes, 1984). (2) Believe 
in their own worth and ability. The advice the 
participants had for other women was that recognizing and 
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maintaining their wholeness or female integrity is critical 
to their success as administrators. Benton (1980) 
identifies the importance of such a positive self-concept 
and confidence in one's administrative abilities. 
Likewise, Young (1985) encourages women to recognize and 
believe in their own worth and ability, to shake off the 
shackles of acculturation that may have locked them into 
believing in their own inferiority. (3) Risk taking and 
seizing opportunity. Women in the sample shared the view 
that their careers advanced significantly not because of 
precise patterns of career planning or setting specific 
goals in advance, but rather seizing opportunity when 
available. New organizational needs, or an unexpected job 
offer, or the chance to assume an "acting" position, 
demanded a personal decision, to accept the challenge and 
take risks. (4) Having good communication skills (both 
oral and written). This corroborates Ironside's (1981), 
Evans’ (1985), Stokes' (1984), and Barrax's (1981) research 
suggesting that such personal characteristics are important 
in administrative careers. 
Closing Question 
Whom else do you think I can interview? Can I 
indicate that you recommended or suggested them? 
The reason for asking this question was "peer referral" 
from the public institutions. Three names consistently 
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were mentioned and were strongly recommended. The 
researcher did interview those women administrators. 
In private college two names were mentioned and those 
two individuals were included in this study. 
Summary 
This chapter presented findings, in narrative form, 
around three major themes from the interviews with 18 
women: (1) perception of significant person or life 
experience; (2) career-related strategies; (3) change- 
related advice. 
The researcher stayed close to the women's own 
statements of their perceptions and experiences in this 
chapter. The following chapter will present the 
conclusions of the findings, a brief discussion of some of 
the issues raised by these findings and the recommendations 
for further research. 
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CHAPTER 5 
SUMMARY, RECOMMENDATIONS AND CONCLUSIONS 
Summary of Findings 
This chapter reports the summary, conclusions and 
recommendations for future research, based on the data 
gathered from 18 women administrators in higher education. 
The purpose of this study was to explore and describe the 
perceptions and experiences of a selected group of women 
education administrators about their career 
influences and paths. Specifically, its' objectives were 
to determine: (1) if any particular events or life 
experiences were formative in developing their present 
career choices; (2) What career-related strategies these 
women have effectively employed; (3) The advice, if any, 
they have for women who are aspiring to administrative 
positions. 
Examination of the current literature on careers and 
career development provides few insights for the questions 
addressed by this study. Most of the theory that has 
emerged is based on the experiences of men and, therefore, 
has little descriptive or explanatory power when applied to 
those motivations and employment patterns of women. This 
study looked beyond barriers to achievement by exploring 
the careers of women who are currently middle-level 
administrators in higher education institutions. In doing 
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so it was hoped that there would be useful information to 
help other women to realize their potential and to advance 
the theoretical understanding of women's careers. In 
addition, their career paths can inspire and instruct as to 
how both personal skills, and the initiation of others, 
have been used to develop career options. 
The structure of this chapter conforms to the three 
research questions mentioned earlier. Data were reported 
by three categories since these provided a reasonable 
framework for organizing the observations of the women in 
the sample. This study was intended to be primarily 
exploratory and descriptive. Part of the description 
process, however, was to seek common themes and to relate 
these to existing research. Also, these themes were 
explored for implications for those women interested in 
careers in higher education administration. 
The reader is cautioned, in the same manner as the 
researcher, that this was an exploratory and descriptive 
study, and because of the small size of the sample, 
generalizations from study results must be drawn with 
caution. Although the study bears out some of the findings 
of related research, it also revealed some nuances of 
differences as well. 
Significant Person or Life Experiences 
Subjects were asked if they remembered any significant 
person or event which they considered influential and 
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helpful in their career choice. Almost all the women 
identified some significant person or event which was 
instrumental in their career development. For many, the 
influence was positive and helpful. The support and 
encouragement was often given during early socialization 
from parents, relatives, professors, or other individuals 
who significantly influenced their career decisions. One 
woman said: 
If I had to give credit to anything in my life, it 
would be my own father's outlook on life...there 
were no restrictions on the fact that you were 
female, and no matter what you chose he would be 
behind you. 
On the other hand, some women acknowledged that subtle 
pressures were involved relating to the traditional 
expectations from some significant people. The obstacles 
were posed either by parents or professors who conditioned 
them into traditional stereotypical roles. Yet, these 
women resourcefully fashioned choices out of available 
options. One woman remembered how she was not given a 
letter of recommendation by her professor when she was 
planning to apply for medical school because he believed 
women should not be in medicine. 
A remarkably similar composite picture emerged in other 
literature regarding how careers are most forcefully 
assisted or blocked. In Ranter's (1977) study of the 
corporations as well as in other reports of career 
development, women appear to profit from a combination of 
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formal and informal supports. Formally, it helps to be in 
jobs that provide opportunities to develop increased skills 
to seize more opportunity when it comes their way. 
Informal relationships were also important: 
professional women's support groups within the institutions 
(as opposed to distant networks), more senior people 
willing to sponsor or endorse them, colleague acceptance, 
connections that gave them access to information or to the 
chance to trade favors. 
Career-Related Strategies 
Questions in this area gave the participants an 
opportunity to comment on some of their career decisions 
and strategies, if any, and say what qualities, abilities, 
and skills they think are necessary for success. They were 
also asked to speak from their experience about whether 
women needed to possess different qualities and abilities 
as opposed to men. 
Numerous comments were offered based on these women's 
specific experiences and organizational settings. In 
general, the women shared the view that informal 
networking, also commonly discussed in the literature as a 
key element in administration career pathing (Ironside, 
1982; Nieboer, 1975; Kanter, 1977), was perceived by many 
of the women as a crucial element in their selection for 
their position. The women who had been nominated from 
within the institution typically said that recommendations 
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from influential persons had contributed to their 
appointments. 
Women 50 and older said that networking was not an 
important element in their careers. Rather, a history of 
taking risks, experience in lower-level positions, and 
competence in carrying out responsibilities in such 
positions were indicated to be key elements in the career 
paths of these women. 
The ability to take risks and assertiveness are often 
discussed in the literature as important for administrators 
or managers. The three women, whose ages ranged from 50's 
to upper-60's, were those who particularly perceived their 
history of risk taking as a key contributor to their career 
development. Interestingly, a younger woman who had 
faculty status mentioned risk taking as one of the factors 
when she decided to move to administration. Two women 
considered assertiveness important. A small few attributed 
their success to luck and being in the right place at the 
right time. 
Other variables mentioned by these women were personal 
characteristics, communication skills, visibility, and 
willingness to accept more responsibility and challenge. 
The women in this study also mentioned timing and chance as 
important elements in their career development. 
In assessing administration as a field, these women 
mentioned the importance of a broad combination of 
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qualities, abilities and skills. Furthermore, these women 
in the sample considered themselves as possessing breadth, 
a kind of a generalist approach which served them well. 
When asked how they were perceived by both the people 
who report to them and those to whom they report, most 
women commented that they are perceived positively, i.e. 
competent and able. 
Married women with children mentioned that their career 
development had been hindered, while some of those who were 
single or married without children mentioned regretfully 
how their energy went into their careers and it was 
difficult to carve out time for a personal life. 
Women in the sample felt that working with men is more 
difficult and challenging than working with women, 
experiencing such difficulties as getting ideas accepted, 
developing credibility and being taken seriously. These 
women also put an emphasis on maintaining female qualities 
(interpersonal skills and caring) in the workplace and 
advised other women to feel good about their own female 
traits and style and try not to copy the male style. 
Some important observations can be made from these 
data: 
Career Planning. As young women, they had established 
only very general career goals/dreams and most felt that 
these goals/dreams had evolved as they pursued their 
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careers. Because the dreams were so vague, it was 
difficult to determine if they had been realized. 
One conclusion to be drawn from this is that these 
subjects were part of an era when women were less free and 
less supported to think in career terms. Since there are 
so few women at the top in academic administration, this 
perpetuates the problem by setting subtle limitations on 
others perceptions of what is possible and, thus, worth 
striving for. The findings from this study and the 
conclusion of Murningham, Wheatley and Kanter (1978) 
indicate that women did not have a clear picture of their 
future career paths, nor had they reported any long range 
plans. 
Advancement to Higher Positions. Ambivalence was 
evident in this sample regarding whether to move to higher 
level administrative positions. Those women holding Ph.D's 
(7 of the 18), both in private and public institutions, had 
faculty status as well; their future goal was to go back to 
teaching or consulting rather than staying in 
administrative positions. Those without faculty positions 
were uncertain about their desire and options for 
advancement. 
There are two plausible interpretations of this data. 
First, in most academic institutions, administrative rather 
than teaching career goals are looked down upon, and those 
who espouse its personal value to them above a teaching 
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career are regarded as somewhat peculiar. Another 
interpretation of this finding is that the women who have 
faculty status could say so more clearly because if they 
leave administrative positions they have something to go 
back to -- teaching. 
Leadership—Style. Most of the women appeared to be 
open and talked about collaborative leadership style. They 
seem to more often enjoy their work with women. Overall, 
they seemed very committed to their profession. They also 
had established a pattern of taking on responsibility when 
it was offered. 
Women's Aspirations. As for contribution and awareness 
to furthering the aspirations of other women, all the women 
were supportive and concerned, but not activist in their 
approach. Many did encourage women to keep their feminine 
side (e.g. listening, caring) and to feel that they did not 
need to become clones of the male administrator sterotype. 
Change-Related Advice 
One of the most interesting contributions of the study 
was the description by the subjects of the personal 
qualities and skills that administrators need in order to 
perform well in their jobs and also their advice to other 
women presently engaged in, or contemplating, 
administrative careers. Skills all considered valuable 
were networking, self-confidence, risk taking, 
communication and interpersonal skills. By interpersonal 
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skills, or as one woman said, "people skills," these women 
were referring to such skills as support, trust, patience, 
openness, humor and sensitivity. 
Participants were asked what impact affirmative action 
has had in their careers and for women in general. Almost 
all the women said "Yes", affirmative action had helped 
women in general. But personally, affirmative action was 
not reported to have an impact on the majority of these 
women's careers. Particularly, the older women in the 
sample felt that they had basically established their 
careers much before the legislation was implemented. The 
sample also shared the view that affirmative action 
legislation had not helped enough and that it was taken 
more seriously in the beginning by employers than now. 
Conclusion and Implications 
The major contribution of an exploratory and 
descriptive study is more in the wealth of detail it 
generates than in a set of specific conclusions. There 
were, after all, no hypotheses to prove or theoretical 
formulations to uphold. Yet, interviews with these women 
produced several common themes and, in essence, these 
suggested the basis for their particular career 
achievements in higher education. The interviews revealed 
some diversity, but not contradictions. The 18 women had 
very different backgrounds, but there were some of the same 
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A number of 
perceptions grounded in varied experience, 
common themes were apparent: 
Few career Breaks. Most of this group of women had 
continuous work histories, while there were some personal 
and family costs involved. It may be a choice that women 
must make in order to advance into senior positions. All 
these women had obviously made the choice to be 
professional career persons. Their continuous work 
histories placed them in a better position to compete for 
career opportunities. 
Although these women's career paths may have been more 
varied or even slower than those of their male colleagues, 
working, and the expectation to do so, fostered a sense of 
confidence and competence. Their long presence in the 
profession made these women more visible candidates who 
were less likely to be overlooked. 
Personal Qualities^ Despite seeming variations in 
their personal and leadership style, the 18 women, either 
through training or temperament or as a result of life 
experiences, seemed to possess a great range of personal 
skills from warmth to wit, to sensitivity and discipline. 
Without exception, all were articulate and engaging 
personalities as well. 
Making the Most of Opportunity. One final theme is not 
listed with the others because, in a sense, it is the sum 
of all of them. They learned how to utilize past 
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experience and seize an opportunity. These women did not 
have set career dreams. The next step most often emerged 
out of experience with the current job situation and an 
unexpected career opportunity. 
These women created their own support systems, and they 
learned how to present themselves and their experiences in 
the context of new opportunities. They fully recognized 
that their career success has meaning for other women. The 
comment of one participant clarifies this perspective: 
They [referring to professional women] ought to do 
everything that they can, whether they want to 
identify themselves as feminist or not, because 
until we get a good number of women, it’s very 
difficult to transform the workplace... So I think 
that is the most fundamental thing. 
Implications_for Theory. This study of women 
administrators speaks to the issues that surround the 
advancement of women in higher education. Generally, 
findings in this study supported Ranter (1977) and Ironside 
(1981) in that professional careers are achieved and shaped 
by the individual personality, organizational context and 
career strategies which interrelate to affect the success 
of women in higher education administration. 
Another implication of these findings is that promotion 
and advancement are not always rationally determined, nor 
are they based on broadly accepted criteria and clearly 
defined career ladders. In most instances in the study, 
there was no clearly identifiable path to the top. Thus, 
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careers were viewed as having two dimensions. motivation 
and opportunity, or perhaps choice and chance. As Ironside 
(1981) wrote. "Career achievement would appear to belong to 
those who have learned how to use opportunity when it 
presents itself, shaping it to fit their own vision of 
success. " 
Interested in Administ.raM ™ . 
This information should be helpful to young women as they 
prepare for careers in higher education administration. 
Possessing advanced credentials, development of support 
systems, and having broad skills which can assist the women 
who are seeking administrative positions or contemplating 
administrative positions in institutions of higher 
education. The findings of the study show that these women 
had not reached their positions through a linear set of 
career steps. Due to internal and external factors women 
may not be able to plan and advance up a traditional career 
ladder in the sequence and time open to men. Schools and 
colleges, as well as professional organizations, can also 
be of assistance by recognizing the challenges that married 
women with children confront. More flexible work schedules 
and increased child care options are also critically needed 
to decrease the stress women feel as they consider whether 
or not to seek more responsible positions as they attempt 
to carry out both professional and family responsibilities. 
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Institutions can help. 
encourage and support women to advance into administration. 
Women need to be encouraged and then supported by 
practicing administrators in considering and preparing for 
administrative roles. Those who have top administrative 
positions should actively seek women with potential for 
administration and mentor them. Those in top 
administrative positions, male or female, automatically 
function as role models. These individuals need to know 
the importance of their assistance in helping women to 
advance into higher education administration. 
Recommendations for Further Research 
The following recommendations are offered for future 
study: 
(1) Further study should be conducted in the area of 
this investigation using a larger, more heterogeneous 
geographic area. This would help eliminate the possibility 
that maybe a certain type of personality is drawn to a 
given geographic area (i.e. maybe a more conservative type 
of woman is drawn to a more conservative area) 
(2) From this study, it appeared that most women who 
attained middle-level administration positions did not 
actively want to pursue senior-level administration 
positions. It would therefore seem important to examine 
why women in middle-level administration positions in 
higher education do not want to seek such advancement. 
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(3) In a future study, the design could more directly 
explore a theoretical model related to women’s development. 
For example, do women who operate from both voices, the 
male and ’other" (Galligan, 1982), rather than one or the 
other advance further, or feel more satisfied, or get 
better evaluations from others. 
(4) The results suggest that successful 
administrators' careers are influenced by the individual's 
capabilities and from support and networking, both from 
female and male administrators. Research is needed into 
the creation, operation and support of women's networks. 
(5) Additional studies should be undertaken to answer 
questions raised by this study. Inquiries should be made 
regarding the composition of the administrative work group. 
One such question is: What are the effects of homogeneous 
(predominantly male or female) versus heterogeneous (equal 
number of men and women) work groups on the career mobility 
of women in higher education administration? 
This study adds to our knowledge of women 
administrators on the whole. They are a positive, self- 
confident lot who work extremely hard and value their 
careers. They are open to career options and 
opportunities. Furthermore, they appear not to think of 
careers as a linear set of job steps, but rather in terms 
of pursuing interesting and challenging work out of the 
opportunities that present themselves. Such women are 
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excellent role models for young women considering careers 
in educational administration. This study helps to present 
a picture of their self-perceptions and should serve as an 
encouragement to other women in higher education 
administration. 
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APPENDIX A 
Sample Initial Contact Letter 
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Date 
Dear 
This letter is being sent to thank you for agreeing to 
take time from your busy schedule to assist me with my 
research study, and to brief you about my research topic 
and explain what I will need from you. In addition, I am 
writing to formally request your consent to participate in 
this study. 
The focus of my proposed research study is to explore 
and describe the experiences and perceptions of successful 
women administrators’ regarding their career paths. Such a 
study can be expected to provide a valued measure of 
"reality" and support for many women who are aspiring to 
be administrators in higher education, and to provide a 
focus for further growth. For this reason, I consider your 
input essential to my project. 
A decision to participate would mean the following: 
(1) agreeing to complete a brief background 
questionnaire; and 
(2) agreeing to be interviewed for approximately one 
hour. 
The interview will be scheduled at your convenience and 
all information provided will be kept confidential. The 
results will be grouped and reported as a whole or reported 
anonymously. 
Thank you again. I look forward to hearing your views 
on this topic. I will be calling your office in the near 
future to arrange a mutually convenient time. Should you 
have any questions, I can be reached at 549-5915. 
Sincerely, 
Rahat Idrees 
RI: pi 
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APPENDIX B 
Background Questionnaire 
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Women Administrators' Career Paths in 
Higher Education: Experiences 
and Perspectives 
Background Questionnaire CONFIDENTIAL 
Subject: Demographics 
1. Name ___ 
2. Job Title  
3. Age _ 
4. Salary  
5. Degree _Field (s) _ 
6. Married _ Single _ Divorced _ Children _ 
7. Length of time in current position  
8. Number of years worked for organizations _ 
9. Ethnic Background__ 
a. What is your birth order in your family? _ 
b. What was your parents' highest level of education? 
Father _ Mother _ 
10. Please describe the career path leading to your present 
position starting with the most recent experience 
first: 
a. University or College --- 
Job Title_._ 
Dates____— --- 
Line ( ) - Staff ( ) Other (describe) 
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b. Organization 
Job Title __ 
Dates ___ 
L^ne ^ ^ ” Staff ( ) other (describe) 
c. Organization  
Job Title __ 
Dates  
Dine ( ) - staff ( ) Other (describe) 
d. Organization __ 
Job Title 
Dates  
Line ( ) - Staff ( ) Other (describe) 
e. Organization 
Job Title 
Dates __ 
Line ( ) - Staff ( ) Other (describe) 
In addition to the above information please list any job- 
related education/training you may have attended both "in- 
house" or "outside". 
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Thank you for filling out this background questionnaire - 
please send it to me in the pre-addressed, stamped envelope 
provided. 
I want to reassure you again that both the information you 
give me on this questionnaire and the contents of our 
interview will remain confidential. 
I thank you very much for sharing your valuable time and 
experiences with me. 
Sincerely, 
Rahat Idrees 
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APPENDIX C 
Interview Questions Planned 
For Interviews 
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1. How did you acquire this position? 
2. What factors contributed to your decision to enter this 
profession? 
3. Did you always know what kind of career you wanted? 
4. Would you please talk about your recollection of any 
significant experiences or events or relationships you 
feel were formative in developing your present career 
choice? (possible probes: Family? Friends? 
Colleagues? Mentor?) 
5. Have any factors been particularly helpful in the 
development of your career? 
6. Do you think your academic background has prepared you 
well for this position? 
7. Were the degree(s) you earned a requirement for the 
position you presently hold? 
8. Have you set a career dream for yourself—or did you 
ever have such a dream? What role has this dream had 
in the shape of your professional life? 
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9. Have you implemented any significant changes since you 
have acquired this position? 
10. You seem to have made career choices and decisions 
which enabled you to reach such a position. Could you 
talk about some of those decisions and strategies? 
11. How do you think you are perceived by both the people 
to whom you report and by those who you supervise? 
12. Does your leadership style change when dealing with 
women? (Probes: If so, why?) 
13. What qualities, abilities and skills do you think are 
central for an administrator? 
14. What factors have been important in the establishment 
and maintenance of your career? 
15. Reflecting back over these last few questions, do you 
think women need to possess different qualities, 
abilities and skills? 
16. Can you think of any specific characteristics or 
typical tendencies of women that can undermine them in 
work situations? 
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17. Can you identify any internal or external forces that 
have affected your performance? 
18. To what extent has affirmative action legislation had 
an impact on your career progress? How do you think 
affirmative action has affected women's careers in 
general? 
19. If you had to do something differently in terms of your 
career, what would that be? 
20. Where do you see yourself in the future in relation to 
your career? What will you do to help it along? 
21. What would be your advice to women who are aspiring to 
administrative positions? 
or 
If you were to give a training program to women who are 
aspiring to administrative positions, what would you 
include? (Topics and activities) 
22. Do you have any other comments or observations or 
concerns regarding women administrators that you feel 
are important for their professional success? 
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23. Who else do you think I can interview? Can 
you recommended or suggested them? 
indicate 
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APPENDIX D 
Interview Questions By Three Research Categories 
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Perception of Significant Person or Life Experience 
1. How did you acquire this position? 
2. What factors contributed to your decision to enter this 
profession? 
3. Would you please talk about your recollection of any 
significant experiences or events or relationships you 
feel were formative in developing your present career 
choice? (Possible probes: Family? Friends? 
Colleagues? Mentor?) 
4. Have any factors been particularly helpful in the 
development of your career? 
5. How do you think you are perceived by both the people 
to whom you report and those who you supervise? 
Career-Related Strategies 
6. Did you always know what kind of a career you wanted? 
7. Do you think your academic background has prepared you 
well for this position? 
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8. Were the degree(s) you earned a requirement for the 
position you presently hold? 
9. You appear to have made career choices and decisions 
which enabled you to reach such a position. Could you 
talk about some of these decisions and strategies? 
10. What qualities, abilities, and skills do you think are 
central for an administrator? 
11. Have you set a career dream for yourself or did you 
ever have such a dream? What role has this dream had 
in the shape of your professional life? 
12. Does your leadership style change when dealing with 
women? (If so, why?) 
13. What factors have been important in the establishment 
and maintenance of your career? 
14. Reflecting back over these last few questions, do you 
think women need to possess different qualities, 
abilities and skills? 
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15. Can you think of any specific characteristics or 
typical tendencies of women that can undermine them in 
work situations? 
16. Can you identify any internal or external forces that 
have affected your performance? 
17. To what extent has affirmative action legislation had 
an impact on your career progress? How do you think 
affirmative action has affected women's careers in 
general? 
18. Where do you see yourself in the future in relation to 
your career? What will you do to help it along? 
Change-Related Advice 
19. If you had to do something differently, what would that 
be? 
20. Have you implemented any significant changes since you 
have acquired this position? 
21. What would be your advice to women who are aspiring to 
administrative positions? 
or 
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If you were to give a training program to women who are 
aspiring to administrative positions, what would you 
include? (Topics and activities) 
22. Do you have any other comments or observations or 
concerns regarding women administrators that you feel 
are important for their professional success? 
Opening Interview Question 
Provide a brief explanation of the study and indicate 
that I will be seeking their perceptions about both the 
qualities they have and career-related decisions that they 
have made in order to reach present positions. Some of the 
questions might sound redundant; however, each is designed 
to pull for slightly different information. 
Closing Question 
Whom else do you think I can interview? Can I indicate 
that you recommended or suggested them? 
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APPENDIX E 
Sample Letter of Thanks 
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Date 
Person, Title 
Address 
City, State ZIP 
Dear , 
Just a note to thank you for taking time from your busy 
schedule to meet with me. 
I greatly appreciate your willingness to participate in 
my research on career paths of women administrators in 
higher education, and filling out the questionnaire. I 
look forward to receiving the questionnaire from you. 
Thanks again and best of continued success with your 
own career endeavors. 
Sincerely, 
Rahat Idrees 
RI:pl 
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APPENDIX F 
Pilot Study 
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PILOT STUDY 
Data Presentation and Analysis 
This appendix presents and describes the data gathered 
from the pilot face-to-face interviews with 3 women 
administrators. The presentation of findings requires 
keeping a balance between description and analysis. The 
researcher must come to terms with what Lofland (1971) 
calls the "agony of omitting" description and the fact that 
"the reader does not have to know absolutely everything 
that was done or said," or what Patton calls "...the 
problem of focus" (1980, p. 268). 
Since the main thrust of the pilot study was to check 
the gathering procedures and explore the perceptions and 
experiences of some successful women administrators 
regarding their career paths, the emphasis in reporting the 
results has been on capturing the specifics and also the 
richness of the data on this topic. 
The inclusion of the woman administrators' profile here 
seems appropriate since it provides, in relatively brief 
form, important background and also a vantage point from 
which the results that follow may be better read and 
understood. 
Profile of Women Administrators 
Three different middle-level administrative roles were 
represented. One woman served in a private institution and 
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the other two worked in a public institution. The length 
of time these women had served in their present jobs varied 
between 2 and 6 years; and they ranged in age from 45 to 
55. They made a diverse ethnic group: one White, one 
Black, one Asian. They were all married or had been, and 
were all parents. The educational background varied: two 
had Master's degrees and one had a Ph.D. The general 
orientation of their educational preparation had been 
towards the Humanities. 
One interviewee had been directly recruited into her 
current position. The other two served in a number of 
roles on their way to the present positions. The period of 
service in their current institutions was more than 8 
years. It is probably important to note that the work 
history of these women is quite continuous. 
Results of the interview questions were divided into 3 
sections: (1) perception of significant person or life 
experience, (2) career strategies, (3) change-related 
advice to other women. 
Perception of Significant Person or Life Experiences 
Each of the participants was asked if she could recall 
any significant person or experience which had an impact on 
her career choice. None of the women could identify any 
significant experience or event or any person who was 
instrumental in her career development. Explained one: 
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It happened in lots of little stages, not all at 
once. I really can't pinpoint any one incident or 
one kind of relationship-I'd like to say there 
were some key events or encouragements but they 
weren't....(significant events or people). 
Another woman said: 
To have an opportunity to do many different things 
and be a kind of a generalist. Because they 
[present organization]) recognize my affection for 
the university and my commitment to higher 
education and it was evident in the way I had done 
it [performance]. 
Still another response was: 
....in an area which just by chance became 
available and I was there and got into it. 
A central theme which emerged throughout these three 
interviews is that of "keeping doors open." One woman put 
it this way: 
Keeping the doors open was always the philosophy. 
For women you do more of this. In contrast to some 
men where they say, uh, this is what I want to do. 
I don't think I ever did that....open flexible 
enough so that I can mix it with family life. 
When asked how they acquired their present position, their 
responses were quite varied. For example, one participant 
said she was recommended. Another happened to be there 
(kind of luck). And the third was nominated. In general, 
they shared the view that one has to prepare for 
opportunity although two of them also felt they had 
arrived by "being in the right place at the right time." 
Participants were asked how they were perceived by 
their subordinates and superiors. In response to this 
question one woman described: 
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...starting at the top, I am perceived reasonably 
well, with respect, they kid a bit, as if I 
persisted at it too long. I do well on merit, 
salary increase and annual reports. In that sense, 
I am given relatively high marks in efficiency, 
effectiveness, and making tough decisions. I have 
been asked to do a couple of other tasks that were 
administrative. I am running the place reasonably 
well. From my colleagues, there are some who think 
I am soft and exercise much too little leadership 
per se. One of them told me I had no sanctions. 
Others think of me as quite soft. I am also 
perceived as jumping in on occasions where no one 
dares....I let them know. I pick my battles. If I 
fight every battle I will lose. I try to pick the 
one most blatant or clearly seen as no argument. I 
mix it up though. 
From the above comments, this particular woman 
administrator seemed to have self-confidence. She felt 
she possessed the right management capabilities, made 
decisions, spoke her mind at times, even when others would 
keep quiet. She also mentioned having people skills such 
as support, openness, and sensibility, and emphasized 
keeping a healthy balance between task and interpersonal 
skills. The other two interviewee’s responses were very 
short; e.g., one said: 
I don't know. I think my interaction is fine. I 
have no problems at all, unless I hear contrary. 
Career-related Strategies 
This area gave the participants an opportunity to 
assess their current position, comment on their career 
decisions and strategies, and say how they regard 
administration as a field and what qualities, abilities, 
and skills they think are necessary for success. They 
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could say from their experience if women needed to possess 
different qualities and abilities as opposed to men. 
When the participants were asked what qualities, 
abilities, and skills they thought were central for an 
administrator, numerous comments were offered that could be 
interpreted as "central skills and abilities," based on 
these women's specific experiences. For example, one woman 
commented extensively on the importance of interpersonal 
skills and noted that having good interpersonal skills is 
more useful than specific skills, as she describes below: 
I think administration at base level is working 
with people lots of interpersonal skills, running 
meetings, organizing, planning, making 
decisions....working with individuals. Lots of 
behind the scenes, one-on-one. 
Another woman described in the following manner: 
Being capable of working with all kinds of people, 
angry people, frightened people, bombastic people, 
sneaky people, very important to know that there 
are sneaky people who are ready to stab you in the 
back. 
While the above descriptions were more detailed, the 
subject of interpersonal skills came up in all three 
interviews; that women, in addition to possessing 
administrative skills, need to be aware of their 
interpersonal style; the importance of understanding the 
broader social context, of being able to balance both 
"toughness and feminine qualities. 
For these women, those abilities were grounded in some 
specific viewpoints. As one woman put it: 
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...women have to do just like men and do it better. 
I think women do many things as well as men do and 
add another aspect of themselves. In terms of 
their own sensitivity, in terms of the life 
training all along, in terms of people issues, one 
can add to administration, it enriches it. Women 
ought not to deny that sometimes they do. Some 
women are eager to be good administrators... put 
that card (referring to being tough) on top and 
play it all the time. They create distance and get 
misinterpreted....in fact, you need to be able to 
do that and use a whole variety of other 
things....so women need to almost remember that 
many women have those skills, but they hide 
them somewhere. 
The subjects were asked if they could identify any 
characteristic or typical behavior of women administrators 
that can undermine them in work situations. It is 
interesting to note that all three women mentioned lack of 
assertiveness as being potentially dysfunctional. Non- 
assertive behavior was most often seen by others as 
"softy," "not talking loud about your accomplishments," or 
"trained to be passive." Another behavior which was 
mentioned by all participants was that women behave very 
defensively when they could be more objective and 
"tactfully assertive." 
As one woman expressed: 
We women do it all the time-if we don't watch 
out, we have been trained to be passive... 
sometimes we women believe that we wouldn t be 
listened to so we do in a fashion that contributes 
to our not being believed, sort of defensive 
quality....it builds into the negative image 
of women. 
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Change-related Advice 
Towards the end of the interview, these women were 
asked what advice they have for women who are aspiring to 
administrative positions. While their responses were quite 
varied, some common themes or trends appeared. These are 
reflected in the particular terms reported below: 
"When an opportunity comes, try not to be scared." 
"Take one step at a time." 
"Train yourself so that you are direct, open, and 
honest." 
- "Willingness to open yourself to learning." 
"Being able to write well." 
"Having a world view versus being myopic." 
"Trusting that you have got the right judgment." 
"Bold enough to take risks; not risks for the sake 
of risk taking." 
"Willingness to work long hours." 
"Understand the organizational culture inside 
out. " 
"Just be visible at those key moments." 
(Referring, I believe, to important committee 
meetings and special occasions). 
Conclusion 
The major contribution of an exploratory and 
descriptive study is more in the wealth of detail it 
generates than in a set of specific conclusions. There 
were, after all, no hypotheses to prove or theoretical 
formulations to uphold. Yet, interviews with these women 
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produced several common themes and, in essence, these 
suggested the bases for their particular career 
achievements in higher education. The interviews revealed 
some diversity, but not contradiction. The same issues 
emerged again and again. 
The three women had very different racial backgrounds, 
but there were some of the same perceptions grounded in 
varied experience. 
A number of common themes were apparent: 
Continuous work history. Work was a value for all 
three women; their work histories have been continuous 
rather than discontinuous. While there were some personal 
and family costs involved, all three women had obviously 
made the choice to be professional career persons. Their 
long work history placed them in a better position to 
compete for career opportunities. 
Although their career paths may have been more varied 
or even slower than those of their male colleagues, 
working, and the expectation to do so, fostered a very 
similar sense of confidence and competence. Their long 
presence in the profession made these women more visible 
candidates who were less likely to be overlooked. 
Generalists. Despite variations in personal and 
leadership styles, the three women, either through training 
or temperament or as a result of life experiences, 
possessed several similar personal qualities — from warmth 
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to wit, to sensitivity and discipline. These qualities 
were viewed by them as an important element in their 
success as administrators. 
Accepting responsibility. One of the clearest patterns 
emerging from the study was that all these women had a 
history of meeting opportunity head on. They all had 
created their paths to enhance their careers. They learned 
how to utilize past experience to the fullest. They 
created their own support system. And they learned how to 
present themselves and their experiences in the context of 
new opportunities. In other words, they became expert at 
career strategies. 
The 3 women in this study demonstrated that the 
motivation to succeed is important but so is the 
opportunity to do it. Their careers, too, have been a 
balance of personal and situational factors. 
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